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Abstract 
In spite of its rapid economic development there has been little research on human 
resource practices in Oman. This study aims to fill this gap. It examines the human 
resource management (HRM) and human resource development (HRD) practices; 
explores their implementation; and identifies obstacles that affect such practice. 
Specifically, it focuses on an attempt to introduce a generic model of HRM - lIP - and 
attempts to determine whether this model can succeed in a context very different from 
its origins in the UK. 
The research focused on the experiences of both employers and employees in Omani 
organisations', using a large scale survey combined with semi-structured interviews. 
This produces a mix of qualitative and quantitative data that throws light on the Omani 
employment situation. 
Statistical analysis of the data shows clear differences between organisations with and 
without lIP in terms of employees' experiences ofHR practices. This difference - which 
represents more positive responses in lIP companies - is maintained when other 
variables are controlled. It is argued that lIP appears to support a more coherent fit of 
HR practices. The one partial exception is in the public sector where age of employees 
seems to adversely effect experience of HR. 
Although good HR practice is evident in companies without lIP, this is most prevalent in 
those with international connections. Small and medium Omani organisations appear to 
have the least development HR practice. This is confirmed by qualitative interviews. 
It is concluded that generic HR models are transferable between different cultures but 
that this is influenced by the organisation culture of the adopting organisation which, 
itself is shaped be international exposure. Thus, the benefits of such schemes in terms of 
HR gains cannot be assumed to be automatic - culture change at organisation level may 
be required. A model of this is provided and the implications for Oman are explored. 
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Introduction 
It is now well established that the success of an organisation depends on how it treats and 
develops the skills and capabilities of its people (Hoobler and Johnson, 2004). This thesis 
will investigate the HRM and HRD practices of Omani organizations and the measures 
they are taking to optimize their human resources. This chapter presents general 
information about Sultanate of Oman, a statement of the research problem, research 
questions and an outline of the structure of the research. 
Sultanate of Oman 
The Sultanate of Oman is an Arabic country. It occupies a strategic location on the 
southeastern corner of the Arabian Peninsula at a junction of Asia, Europe and Africa. It 
has a total area of approximately 309,500 km2, has about 1700 kilometers of sea shore 
from the Strait of Hurmuz in the North to the border of the Republic of Yemen 
overlooking the Arabian Gulf, Gulf of Oman, and the Arabian Sea. Oman is bordered 
by Saudi Arabia and the United Arab Emirates in the west and the Republic of Yemen in 
the south and it is the second largest country in the Arabian Peninsula. Oman is 
composed of eight divisions. Five are administrative regions (AI Batinah, A'Dahirah, 
A'Dakhlyah, Asharqiyah, and Al Wasta) the other three are governorates (Muscat the 
capital, Dhofar, and Musandam). 
Until 1970, Oman had been isolated from the rest of the world. It had few legal or 
regulatory systems, especially in the field of employment. Oman's economy was 
characterised by a poor infrastructure and a workforce largely employed in agriculture 
and fishing. It was backward in health, education, housing, services, and 
communication. On 23rd July 1970, His Majesty Sultan Qaboos bin Said took over the 
reins of power in Oman. Oman transformed into a modem state with a stable social and 
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political system and continuously growing economy. Oman has launched seven 
successful five year development plans and Economy Vision 2020. It has developed a 
basic infrastructure, has diversified the economy and has created an investment climate. 
In addition, it has been integrated into the world economy, has emphasised human 
development and the Omanization of the workforce. Finally, it has looked after its 
heritage and traditions which has ensured a balance between the traditional and the 
modem (Allen and Rigsbee, 2000; Ministry of National Economy, 2003b; Ministry of 
Information, 2004). 
Statement of the problem 
Oman's population increased from 658,000 in 1970 to 2.4 million in 2000. Around 
56.9% of the population in Oman is male and 43.1 % female. The demographics show 
that around 54% of the population is below the age of 20 years (Ministry of National 
Economy, 2002). About 86% of working Omanis in the year 2000 were educated to pre-
secondary and secondary school level and only 14% of them had post secondary 
education; 96% of Omanis looking for work in 2000 had only secondary school 
qualification (Ministry of National Economy, 2003a). However, the proportion of the 
expatriate population has increased from 0.5% in 1970 to 18% in 1990 and to 25% 
(524,000) in 2000 due to the increase in the development of economic activity and the 
need to compensate for the shortage of the Omani population in terms of quantity and 
quality required for the implementation of development projects (Whelan, 1987; 
Ministry of National Economy, 2002). The dependence on expatriate workforces and the 
shortage of qualified Omani labour have led to an increase in the unemployment rate of 
young Omanis. This situation has guided the Omani government to set up an 
'Omanization policy' (i.e. to replace expatriate workforce with Omani workforce). 
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The dependence on expatriate workers, the shortage of qualified Omani labour, and the 
ambitious targets for Omanization add together to make Human Resource Management 
(HRM) and Human Resource Development (HRD) practices in Omani organisations a 
crucial element for the nation's future success. 
The frameworks of the five year development plans and Oman's Economy Vision 2020 
are aimed at creating a stable macro economic framework, developing human resources 
and upgrading the skills and capabilities of Omani manpower to keep abreast of 
technological change. The sixth 'Five Year Development Plan' (FYDP) (2001 - 2005) 
focused on economic development that would lead to job creation, and human resource 
development to upgrade the skills of Omani nationals and to replace the huge expatriate 
population. Despite the implementation of these plans, still there is a gap between 
demand and supply of qualified Omani workers in the labour market (Ministry of 
National Economy, 2001a). 
As the private sector will be critical to this development, its existing human resource 
practices need to be clearly understood. There is as yet no comprehensive analysis of 
this situation that takes into account the nature of actual human resource management 
and human resource development practices, as opposed to merely quantitative 
macro- analysis. The research problem can thus be presented as follows: 'How are 
Omani private sector organisations currently managing and developing their human 
resources, and how does this contribute to, or detract from, the Omanization process?' 
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The aims and objectives of the study 
The research focuses primarily on the experiences of the workforce in private organisations 
in Oman with specific reference to human resource management and development. It will 
make limited comparisons with experiences in the public sector and, in particular, will 
focus on the Investors in People initiative, a policy that has recently been adopted by 
businesses in the country as a potential contribution to the solution ofHR problems. 
It has the following overall aim: 
to contribute of the understanding of the ways in which "generic" HR 
programmes/models developed in a western context can be transfered across 
national and cultural boundaries. 
To achieve this aim, the study has the following objectives that move from providing an 
understanding of the context of HR in Oman, to an investigation of a specific HR 
programme. 
1. To analyse general Human Resource Management (HRM) and Human Resource 
Development (HRD) approaches in Omani organizations. 
2. To investigate and explore the challenges faced by companies in developing the 
Omani workforce. 
3. To explore the application of the Investors in People standard (lIP) in Oman as one 
example of a generic western HR model; 
The Research Questions 
The three broad research questions derive from the relevant literature, and the known 
conditions and issues pertaining in Oman. They will be further refined in the light of the 
literature review and the methodological discussion, but for present purposes can be stated 
as follows: 
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1. What are the existing HRM / HRD practices of Omani organizations; is there a 
difference between those with and without Investors in People status? 
2. To what extent can any differences associated with possession of the Investors in 
People standard (lIP) be attributed to lIP or other factors? 
3. How can differences in HR practices be explained in terms of existing HR 
frameworks? 
This study is unusual in being the only major investigation of these issues in Oman, and 
also in taking account of both employer and employee views. 
The organisation of the research 
The study is organized into eight chapters as follows: 
Chapter two (Background to the Sultanate of Oman) presents a description of 
socio-culture and economic issues in The Sultanate of Oman. It highlights Omanization, 
education and training, the characteristics of the labour market, population, development 
and unemployment issues. It shows the relevance of these issues for HRM and HRD 
polices and practices in Omani organisations. 
Chapter three (Literature Review) examines the literature on HRM and HRD. It 
includes the following topics: Human Resource Management; Human Resource 
Development; Small Medium and Enterprise and HRMID; the Investors in People 
standard (lIP); and National Cultures and Management. 
Chapter four (Research Methodology) explains the research methodology chosen for 
this study and the data gathering tools and analytical techniques. 
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Chapters Five, Six, and Seven (Analysis of the Data and Findings) present the 
findings of the research. Chapter 5 focuses on the statistical analysis of differences 
between lIP and non-lIP organizations, Chapter 6 illustrates the descriptive statistical 
analysis and interview data relating to HR practices, and chapter 7 shows qualitative 
data relating to the process of adopting lIP in the private sector. 
Chapter Eight (Conclusion) provides summaries of the key issues and findings that 
have been the subject of the investigations of this thesis, and provides an evaluation of 
Omani employment practices and examines the potential for the cross-cultural 
application of HRMID initiatives. 
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Introduction 
The human resource management (HRM) and human resource development (HRD) 
practices of Oman need to be understood within the context of its environment both 
organisational and social. Hence, it is essential to present a description of socio-culture 
and economic issues in the Sultanate. This chapter highlights the following aspects: 
economic development; the population of the Sultanate of Oman; the growth of Omani 
and expatriate labour; Omanization; the need for Omanization; disadvantage of 
expatriates in Oman; the Omanization policy; and the Omanization policy and its 
dilemma. This chapter provides information, facts, and figures about socio-cultural and 
economic issues as they are relevant to HRM and HRD practices. 
Economic Development 
Before 1970, agriculture, fisheries, trade, boat building, and traditional handicraft were 
the main activity of the Omani traditional economy. Oman was one of the least known 
countries in the world and with closed boundaries with neighbours and with the rest of 
world. The infrastructure in general was weak and inadequate. Oman was a traditional 
society with very little mobility or social change. 
Oil has been produced commercially in the Sultanate since 1967 and it has provided 
about 90% of total export revenues. It represents the main source for all the government 
income. Oil production was increased by about 96% between the period 1976-80 and 
1986-90, leading to the almost doubling of oil revenues which increased from RO 3,125 
million during 1976-80 to 6,016 million during 1986-90 (AI Yousef, 1995). The 
government oil strategy since then has been to reduce the dependence of the economy on 
oil through developing new sources of national income to supplement and eventually 
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replace oil revenues (Second Five Year Development Plan). It has done this through 
five-year development plans to improve and develop the knowledge, skills, and 
capability of the Omani people and to lead them to contribute to the labour market and 
to work in different sectors of the economy (Ministry of National Economy, 2001b). In 
the words ofHM Sultan Qaboos: 
The diversification of the economy, the development of the human 
skills, the effective exploitation of the available natural resources and 
the creation of the suitable conditions to encourage the private sector to 
perform a greater role in the growth of the national economy all this 
will lessen our dependence on oil. 
(Ministry of National Economy, 2003b, P 1) 
However, the diversification of Omani economics and the development of the non-oil 
industrial sector depend on how Oman develops its human resources in order to meet the 
demand of enterprises in the private sector. 
The emergence of the Omani private sector in the modem sense goes back to the early 
seventies. The growth of this sector was supported by oil revenue. The size of labour 
employed increased and the number of expatriates expanded. The majority of the private 
establishments are small sized enterprises in terms of capital and labour (Ministry of 
National Economy, 2003a), see Table (2.1 ). 
Table ( 2.1 ): Structure of Private Sector Establishments at the end of 2000 
Establishment Registered at the Industrial Establishments Registered at the 
commercial registration Capital- Wise industrial registration Legal Status - Wise 
010 of total No. of Legal Status 0/0 of all 000' s RO Establishments Establishments 
Less than 5 33.6 Single Proprietor 65.4 
5 - 25 48.8 General Partnership 11.1 
25 - 100 12.8 Limited Partnership 4.1 
100 - 250 3.6 
250 - 1000 0.9 Limited Liability 15.9 
1000 Above 0.3 Joint Stock Company 3.5 
(Ministry of NatIOnal Economy, 2003a, P 188) 
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The manufacturing sector has developed and expanded from 10 industrial firms with 
investments of 0.5 million RO in 1975 to 4000 firms with investment RO 450 million 
(Ministry of Commerce and Industry, 2004). 
The Population of the Sultanate of Oman 
According to the 1993 census (Ministry of Development, 1993), the population of the 
Sultanate of Oman was 2,018,074. The natural growth rate of the Omani population was 
estimated at 3.5% in 1993, which is the one of the highest in the world. The proportion 
of expatriates increased from 0.5% in 1970 to 18% in 1990 and to 25% in 2000 
(Ministry of National Economic, 2003a). The majority of the expatriates came from 
South East Asian countries (India, Pakistan, Sir Lanka, and the Philippines) and Arab 
countries such as Egypt, Sudan, and Jordan. Oman has a young population with 
approximately 64% below the age of 20 years (Ministry of Development and UNICEF, 
1995). 86% of working Omanis in the year 2000 were educated only to pre-secondary 
and secondary school level while 14% had post secondary education. 96% of Omanis 
looking for work in 2000 had secondary school qualification or less and 4% of them had 
post secondary qualifications (Ministry of National Economic, 2003a). 
The growth of Omani and Expatriate labour 
The total number of employees increased notably during the years of the fourth FYDP 
(1991 - 1995). The annual average rate of the increase reached 10.1 %, compared with 
the planned rate of 5.5%. The expatriate labour force occupied about 76.5% of the total 
new job opportunities provided by the fourth FYDP. However, the average annual rate 
of increase in the national labour force during the years of the plan did not exceed 6.0%, 
while its average annual growth rate targeted in the plan was 8.3%. As a result of this 
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difference between the growth rates of expatriate and national labour forces, the share of 
the national labour force in the total number of employees dropped from about 42.5% in 
1990 to 35.2% in 1995 (Ministry of Development, 1996). 
The Ministry of Social Affairs and Labour on 1 st July 1998 stipulated that the minimum 
wage for Omani workers in the private sector should be RO 100 per month and the 
employer should provide them with accommodation and transportation if the work 
situation so required. In other cases, each worker should be paid RO 20 per month for 
housing and transportation. There is no minimum wage requirement for expatriates. 
The labour force survey conducted in 2000 indicates that the monthly salary range of 
public sector employees is higher than the corresponding range of private sectors: 
approximately 40% of employees in the public sector get a monthly salary exceeding an 
average RO 300; only around 15% of the private sector employees earn that much 
(Ministry of National Economy, 2003a). 
The results of labour force survey in 2000 showed that 13% of total Omani labour force 
was looking for work (17% of total female labour force and 12% of total male labour 
force). The sixth FYDP estimated the unemployment rate at about 14% during the 
period 1995 - 2000. The majority of those looking for work (94%) were of educational 
achievement not exceeding secondary level (45% preparatory and less, 49% secondary). 
The percentage of those looking for work with educational achievements beyond the 
secondary level was 3.9% with technical and intermediate college's educational 
achievement and 1.7% with university education qualification. The labour force survey 
of 2000 shows that about 83.5% of the jobless had been looking for work for more than 
a year (Ministry of National Economic, 2003a) 
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The fifth FYDP (1996 - 2000) adopted a set of policies and principles to increase 
participation of Omanis in the labour market in order to reduce the unemployment 
(Ministry of Development, 1996, p 211). These rules and principles are as follows: 
1. To provide adequate technical education and vocational training for Omani labour in 
coordination with the authorities concerned so as to enable competition with the 
expatriate labour. 
2. The increase in the size of the expatriate labour force shall be linked to the national 
economy's requirements stressing the need to observe the Omanization policy and 
percentages imposed on private sector establishments. These percentages and other 
procedures should be reviewed and upgraded in line with labour market 
developments, taking into consideration education and training, as well as the 
availability of national labour for these occupations. 
3. Extending the social umbrella to include national labour involved in vanous 
activities and sectors, particularly the unorganised sector, and businessmen in small 
establishments and handicrafts. 
4. It is necessary to reduce disparities in employment benefits and allowances between 
the public and private sectors in order to encourage Omanis to join the private sector. 
Proposals for this include the following: 
• Official holiday shall be maintained at their level in the private sector and efforts 
may be made towards unifying holidays in both sectors. 
• Unifying pension administrative systems in the public and private sectors and 
this should not lead to the reduction of pension benefits of civil service 
employment. 
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5. Increasing the participation of women in the labour market especially in occupations 
that suit their capabilities and providing appropriate support for establishing their 
economic projects. 
6. Introducing a unified job classification for the Sultanate to assist in designing labour 
force development plans in line with labour market requirements. 
Omanization 
Oman started to import foreign labour after the government decided to utilize the 
revenues of oil in the wide-ranging development of economic and social infrastructure. 
The shortage of national labour with appropriate skills and experience, led organisations 
in both public and private sectors to import foreign labour in order to meet this demand. 
Expatriates occupied all types of jobs from manual work to highly specialized jobs. 
Oman is one of the countries that host expatriate labour as is the case 
with the rest of the Gee countries. The prerequisites for accelerating 
development made possible vast flows of petrodollars, called for 
recruitment of more and more expatriates in the absence of sufficient 
indigenous labour force in terms of quantity and quality. Specifically 
speaking, the size of expatriate labour in Oman witnessed noticeable 
increase in the nineties. 
(Ministry of National Economic, 2003a, P 138) 
The economy and social structure rapidly changed in 1970s and 1980s; the Omani 
private sector emerged in the modern sense; and the number of private enterprises in 
different economic activities increased. Also this stage was associated with the growth 
of foreign labour. Economic growth was increasing at a rate higher than the growth of 
national labour. In addition, there was a lack of appropriate training programmes for the 
national workforce, which restricted their ability to contribute to further development. 
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In 1993, Omanis constituted 38.6% of the total labour force while non-Omanis 
constituted 61.4%. Moreover, the Human Development Report published by the 
Ministry of National Economy (2003a) showed that national labour also reduced during 
the period 1976 - 2000. On the other hand, the number of expatriates increased during 
the same period. Figure ( 2.1 ) illustrates this situation. 
The growth in the expatriate labour force, which increased from 
272,000 in 1990 to 524,000 in 2000, at an average annual growth of 
6.8% was greater than the growth in the Omani labour force, which 
grew from 201,000 to 366,000, i.e. average growth rate of 6.2% 
during the same period .... The ratio of Omanis to total labour force 
decreased from 67.8% in 1976 to 42.5% in 1990, then to 41% in 
2000. In contrast, the ratio of expatriate labour increased from 
32.2% in 1976 to 57.5% in 1990 and then up to 59% in 2000, which 
means that the ratio of expatriate labour force increased from one 
third to two thirds within a span of 22 years. 
(Ministry of National Economic, 2003a, P l31) 
Figure ( 2.1 ): Development of Share of Omanis & Expatriate in Omani Labour Force 
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Generally, it seems that Omani workers prefer to work in the public sector (ministries, 
police and army) rather than in the private sector (service and manufacturing 
companies). There are many reasons for this. Firstly financial factors: salaries and 
compensation benefits in the public sector are normally higher than in the private sector. 
Secondly, working hours (including holiday entitlements) in the private sector are 
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generally less favourable than in the public sector. Thirdly, the opportunities for training 
and development in the public sector are better than in the private sector and the public 
sector provides academic studies for the employees. Next, jobs in the public sector are 
more secure and the Arabic language is used in the public sector while the private sector 
often requires work experience and ability in English. Finally, working conditions and 
less demanding management make jobs in the public sector more attractive. However, 
the fifth FYDP (1996-2000) adopted a set of policies and principles to increase 
participation of Omanis in the private sector (Ministry of Development, 1996) by 
extending social protection, unifying official holidays, and unifying pension systems. 
Other bodies (eg: The Oman Chamber of Commerce and Industry, 1989; AI-Ghorfa 
1995, 1998; Al Markazi 1998; Ministry of Commerce and Industry, 2002) have also 
identified problems relate to the education system, technical and vocational training, and 
the nature of some private establishments. The following summarises some of these 
aspects: 
1- Technical education and vocational training are relatively new in the Sultanate but a 
significant percentage of Omani youth still seem to prefer a traditional academic 
education. However, there are enormous numbers of labour-intensive jobs in 
services and industry that require vocational qualification. In spite of opportunities 
for these types of jobs (which are now mostly occupied by expatriates) many young 
people associate them with low social status and low pay. 
2- There is a mismatch between the output of education and training institutions and the 
needs of the labour market in terms of the quality of the graduates, reflecting an 
often outdated curriculum that is uninformed by actual employer needs. 
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3- The majority of private establishments in Oman are small (usually around 10 
employees) and often find it difficult to pay wages that would attract Omani workers 
and provide training for them, especially when cheaper expatriate labour with 
suitable experience is available. In addition, many small business owners delegate 
expatriate managers to run their business. Such managers tend to prefer to employ 
their own nationality out of loyalty, easy communication, and control issues. 
The Need for Omanization 
The ratio of Omanis to total labour force decreased during the twenty five years 
(1975 - 1995) from 64.6% to 35 %. Table ( 2.2 ) below illustrates this situation. 
Although the number of Omanis doubled during 1975 - 1995, their percentage 
decreased continuously. This situation gave a signal to authorities of the need for an 
Omanization policy. 
T bl (2 2) Th N b fNt' I dE t'tLb a e . e urn ero a IOna an xpa ria e a our . . 
Omani Labour Expatriate labour Total 
Years Number Number Number 
(000) (% ) (000) (%, ) (000) (%, ) 
1975 135 64.6 74 35.4 209 100 
1980 152 49.7 154 50.3 306 100 
1985 192 38 313 62 505 100 
1990 207 39.1 322 60.9 529 100 
1995 270 35.2 497.2 64.8 766.2 100 
(Alalwai and shiban, 1999, P 149) 
Disadvantage of Expatriates in Oman 
In spite of the economic advantages of expatriates during the last thirty years, their size 
and long term stays have had various negative effects on the progress of Omanization. 
a) Economic problems. Expatriate labour does not contribute significantly to local 
consumption because they transfer considerable amounts of their income, which is 
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untaxed, to their home countries. This has a negative effect on the balance of payments. 
The amount of money sent outside was RO 589 Million in 2000 increasing to RO 702 
Million in 2004 then to RO 868 Million in 2005 (Central Bank of Oman - Annual Report 
2005). 
In addition, the increase in foreign transfers is also due to the fact that some expatriates 
manage and operate firms for their own benefit through the practice of 'disguised trade', 
which has spread during the last twenty years. This is reflected in the large number of 
small trading firms registered in Ministry of Commerce and Industry. These include 
more than 33,000 establishments with a capital of less than 5,000 RO (AL Markazi, 
2000). The existence of expatriates also creates pressure on the government to spend 
more money in order to expand facilities such water, health, electricity, etc. 
b) Social tensions. There can be actual and perceived discrimination as Omani workers 
often feel they are being denied opportunities by expatriates who are prepared to accept 
lower wages and poorer conditions than would otherwise be available. Also expatriates 
may also feel that their position is threatened by Omanis and so when in positions of 
authority, tend to select or promote other expatriates rather than nationals. More widely, 
each nation has certain values and beliefs which are common to the majority of their 
population and which form the basis of daily life. As the foreign labour force is about 
two-thirds of the total manpower in Oman, working cultures tend to reflect this, 
especially in the private sector where most expatriates work. Moreover, many of the 
expatriates in the private sector speak English, which can cause difficulties for young 
national workers who speak only Arabic. 
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The Omanization Policy 
The government of Oman established an Omanization policy when the ratio of 
expatriate labour reached almost two thirds of the total labour force and there was an 
increase in the number of Omanis looking for work. This policy aims to reform the 
structure of the labour market in terms of supply and demand for labour. 'Omanization' 
is the process of replacing the expatriate workforce with Omanis in all areas of 
economic activity, reducing the number of expatriates in the country to a minimum 
(Morris, 1991; Ministry of National Economy, 2003a). 
The pace of Omanization in the public and private sectors has been different. The 
process of Omanization was implemented straight away in the public sector as the 
government could force recruiting due to the availability of qualified national cadres, but 
this could not be followed in the competitive and more diverse private sector. Thus, 
Omanization in the government sector increased during the period 1995-2000 to 74%, 
while it reached only an average of 16.6% in the private sector (Ministry of National 
Economic, 2003a). However, Omanization has reached very high levels in the banking 
sector: 89.9% in the Central Bank and 91.7% in the commercial and specialist banks in 
2003 (Ministry of Information, 2004). 
The government of Oman in 1994 started to Omanize jobs in the private sector. The 
Ministry of Social Affairs and Labour issued Ministerial Decision number 127/94 
advocating minimum percentages for Omanization in private sector establishments 
operating in various sectors of the economy, to be achieved by the end of 1996. 
However, the ministry had to extend the deadline to 1997 and then to 1998 in order that 
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the private establishments could meet the targets (Alalwai and Shiban, 1999). 
Table (2.3 ) illustrates Omanization percentages for the different economic sectors. 
T bl (23 ) 0 . r p t fi p. tSt 1994 a e . mamza Ion ereen age or rIva e ee ors-. . 
Sector I Omanization ( % ) I 
Sector of Transportation, Storage, and Communication 60 
Sector of Finance, Insurance, and Real Estate 45 
Sector of Industry 35 
Sector of Restaurants and Hotel 30 
Sector of Wholesale and Retail Trade 20 
Sector of Contracting 15 
Moreover, the Ministry of Social Affairs and Labour took a number of actions to 
minimise the number of expatriate workers in the labour market and to raise the 
Omanization ratio in different economic sectors. It issued several decisions banning the 
engagement of expatriates in certain occupations and restricting them exclusively to the 
national workforce, subjecting the number of expatriate staff allowed into the country to 
a maximum quota, and levying a fee as a deterrent measure (Ministry of National 
Economic, 2003a). 
Oman's Economy Vision 2020 also defined Omanization targets in public and private 
sectors for the period 1996 - 2020 (Ministry of National Economic, 2002). Hence the 
employment objectives of the Oman 2020 can be summarized as follows: 
• Increase Omani labour force supply from 17% to 50% of total population. 
• Increase women's participation from 6% to 12% of the total labour force. 
• Increase the Omanization percentage in the government sector from 68% to 95%. 
• Increase the Omanization percentage in the private sector from 15% to 75%. 
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The objectives of the fifth FYDP (1996 - 2000) that concerned the national labour force 
were 'developing and upgrading human resource in a careful and efficient manner so as 
to enable them to raise productivity, to contribute to the national economy, and to be 
able to interact with the developments in the technological field' (Ministry of 
Development, 1996, p Ill). The plan's procedures to support Omanization policy were 
as follows: 
1. Setting a ceiling on the numbers of expatriate workers permitted to be recruited 
annually from abroad. These numbers shall conform with the growth rates 
targeted in the development plans. 
2. Omanization of the Personnel Affairs Departments in private sector companies 
and establishments. 
3. Compensating the private sector for all of the expenditure it incurs in the training 
and qualifying of Oman is to enable them to replace expatriate labour. 
4. Supporting the move towards giving priority in awarding Government tenders to 
private sector companies and establishments that follow and conform with the 
timetable for the Omanization of jobs. 
5. Enhancing and generalizing the linkage of government grants and loans offered 
to private sector companies and establishments in accordance with the 
Omanization ratios they realize. 
6. Narrowing the differences between the rules and regulations of service in the 
public and private sectors, including the beginning of the implementation of the 
social insurance system in the private sector. 
7. Involving the private sector in the development and evaluation of vocational 
training programmes. 
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8. Setting a time table for the implementation of the procedures relating to the 
development of vocational and technical training methods to make them conform 
to the requirements of the Oman labour market. 
9. Encouraging the graduates of vocational training institutes and technical schools 
to practice private business in the fields of their professions by providing them 
with suitable incentives. 
10. Encouraging Omani women to seek employment through the establishment of 
training institutes for suitable jobs, and also encouraging them to join the present 
training institutes. 
11. Enhancing and upgrading the information storage system relating to the 
employees in the public and private sectors, and the completion of the jobs 
classification and adjustment system in the public sector. 
12. Studying the possibility of applying an early retirement system for public sector 
posts. 
13. Developing and enhancing the efficiency of the recruitment and employment 
offices and establishing the necessary rules and regulations to ensure the 
protection of Omanis working in the private sector. 
As stated above, the progress of Omanization has been variable and it is therefore 
necessary to examine the barriers to its operation. 
The Omanization Policy and its dilemma 
The Omanization policy has met a number of obstacles and barriers. Business people in 
the private sector put down the low percentage of Omanization to productivity, 
experience, wages, and working hours. A field study on the reality and limitations of 
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Omanization in the private sector identified the following obstacles (Ministry of 
National Economic, 2003a): 
1. The turnover of Omani staff in the private sector is very high as they 
continually look for better prospects particularly in the public sector. 
2. The strong influence of expatriates and their control of the decision making 
process in the private sector enterprises. 
3. Lack of trust between Omani employees and business owners. 
4. Low productivity due to lack of experience of Omani workers and their 
negative response to perceptions of long working longer hours and low pay. 
Al Lamki (1998) conducted a field study entitled 'Barriers to Omanization in the private 
sector: the perception of Omani graduates'. The objective was to determine the barriers 
to Omanization in the private sector as perceived by the senior graduating students at 
Sultan Qaboos University (SQU). The sample was composed of 95 Omani students. The 
results showed that most regarded lack of an annual leave entitlement comparable to the 
government, long working hours, and lack of remuneration as obstacles, together with 
lack of economic stability in the private sector, lack of a pension scheme, lack of career 
development opportunity in the private sector, and lack of promotional opportunities. 
Adel Raiyan's (1998) study of 242 employers in different economic activities, 200 
students who were going to graduate from technical colleges and 218 employees from 
the public sector revealed a similar picture: 69 % of employers disliked appointing 
nationals, believing Omani graduates to prefer the administrative work rather than hand 
work, that they were careless and did not take responsibility, and under qualified. In 
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contrast, expatriates were seen as cheap, having appropriate skills and knowledge, more 
obedient and compliant. 
The Ministry of Manpower (2003) carried out a study of 1300 employees who left the 
work due to resignation or redundancy. The result showed a group of unstable 
employees in jobs in the private sector. They were young (69.4 % aged 20-30 years 
old), had few qualifications or experience. They often moved jobs because they were 
not satisfied with the type of job or the firm was dissatisfied with their perfonnance. 
The results of confirm the negative perception amongst Omanis of low wages, career 
development, the work environment, working conditions, the mismatch of qualifications, 
and the expectation of shift work. 
At the implementation level there was a lack of experience within government about 
managing Omanization in 1994 which affected the implementation of the Omanization 
strategy: 
In spite of the efforts, in the plan, of promoting the institutional structure 
for planning of human resources and Omanization policy, this is still 
suffering from the multiplicity of authorities involved in labour and 
Omanization. In addition to this, some decisions regarding Omanization 
haven't considered the prevailing realities, as they specified a number of 
months to achieve its targets percentage, and included all sectors and 
establishments without material selection or carrying out labour and 
payment structure study in these establishments. On other hand, the units 
authorized to implement the Omanization plan extended the deadline for 
achieving the required Omanization ratio and slackened in imposing the 
violation fees that weakened the credibility of the plan to a great extent 
from the perspective of the private sector. 
(Ministry of National Economic, 2002, P 14) 
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The Investors in People Standard is now available in several countries including 
Australia, New Zealand, Germany, the Netherlands, Sweden, Finland, Denmark and 
France. A major programme is also underway in South Africa where Investors in People 
is being introduced as part of the government's skills development programme. It is seen 
as being particularly relevant to the Sultanate of Oman given the structure and nature of 
the Sultanate's labour market and the process of replacing the expatriate workforce with 
an Omani workforce through Omanization. In brief as mentioned early, with over 
500,000 foreign workers in the Sultanate the process of Omanization should be 
relatively straightforward. However, Omani owned and in many cases Omani operated 
companies appear particularly reluctant to employ Oman staff due to the most common 
reasons (as stated above) advanced for this:-
• Omani labour is more expensive than foreign labour and the employment of Omani 
nationals will erode the competitive price advantage of products. 
• Omani labour is seen as less flexible than foreign labour, less prepared to work 
overtime or shift working and more likely to take holidays. 
• Omani labour is regarded as less well trained than foreign labour who can 
immediately take up a job vacancy without training. 
In summary Omani staff are seen as less productive than foreign labour and some 
employers are reluctant to employ Omanis particularly in excess of the Omanization 
levels specified by Government. Other employers complain of difficulties in identifying 
and recruiting suitably qualified Omani staff. These apparently contradictory 
perspectives suggest a particular problem, that the Sultanate's labour market does not 
function effectively in ensuring that the supply of labour meets the demand for labour. 
In recognition of these issues, Government has developed a number of policy initiatives 
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including the establishment of modular, customized training schemes (National 
Vocational Qualifications), and the establishment and development of Sultan Qaboos 
University. 
lIP has been presented as offering part of the solution to these issues. It is claimed to 
provide foundation for the development of initiatives to stimulate the demand for labour 
through the development of new sectors of economic activity and to develop the quality 
of labour to meet the opportunities arising. It is suggested that the Investors in People 
Standard could assist the Government of Oman and employers address a number of 
critical issues: 
• Further increase nationalisation of the workforce, by usmg as lIP a manpower 
planning and development tool that has people at the heart of its strategy. 
• Competing in a global market where the Standard is recognized as a mark of quality 
• Attracting inward investment. lIP is a quality Standard recognized throughout the 
world. An lIP organisation should perform better and have the people to deliver 
effectively. 
Conclusion 
The location of Oman is close to the oil rich Gulf countries from one side and the Asian 
countries (India, Pakistan, and Sir Lanka) from other side. The capital income of these 
Asian states is lower than that of Oman and the wages there are also low. On top of that 
these workers are semi-skilled and skilled labour, which has so far attracted Omani 
private enterprises to import foreign workforce from these countries. Since 1970 Oman 
has depended on the expatriates at all skill levels and their numbers have increased 
continuously until now due to the shortage of skilled and qualified Omani labour force 
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as well as to meeting the needs of Omani economic growth and diversification (Allen 
and Rigsbee, 2000). 
The five year development plans and Oman's economy vision 2020 during the last three 
decades provides a broad outline of the long term development strategy, target, and 
policies about economic, human resource development, and manpower. However, there 
is still a gap between demand and supply in the labour market due to most of the Omani 
workers being less qualified and more expensive than expatriates. 
There is an apparent need to develop and improve human resource management (HRM) 
and human resource development (HRD) polices and practices in the organisations in 
the private sector in Oman. The next chapter focuses on the literature relevant to HRM, 
HRD and identifies the issues that are likely to be relevant to the Omani situation. 
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Introduction 
The strategic objective of this research is to provide an analytical understanding of the 
process of HRMID in Oman and to identify and explain issues relating to its 
development in the private sector. It will focus specifically on the adoption a generic 
programme of HRMlD - namely lIP - and its role within the process of Omanization. 
This chapter is therefore divided into four main sections to provide coverage of the key 
issues that are likely to be of relevance in understanding the issues that relate to the 
above concerns. The first provides an overview of debates in the areas of HRMID; the 
second, focuses on the issues of applying HRMlD in small-medium enterprises (SMEs), 
the main type of private sector company in Oman; the third, a critical review of the lIP 
programme is provided; finally examines issues of cross-cultural HRMID with a 
particular focus on Arabic culture. 
Traditional Personnel, HRM and Strategic Management 
The underpinning body of knowledge for this thesis relates to HRM and the nature of 
specific sub-fields such as HRD, HR policy and international HRM. As such it is 
necessary to review the main developments in these areas in order to assess their 
significance for the challenges and issues facing employment development in Oman. 
This section therefore begins by outlining the historical development of HRM as a 
means of highlighting the key issues that are being addressed and by what methods 
practice is being informed. It will be suggested that the evidence shows that, despite the 
availability of numerous prescriptive models, the actual practice of HRM is a contingent 
process and is subjected to various influences from both within and external to particular 
organizations. This will be suggested as an important consideration when examining the 
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transferability of practices and policies between cultures and economic systems that are 
highly different. 
The debate about the nature of HRM can be divided broadly into those approaches that 
claim that current practices are a continuation of previous traditions and those that view 
HRM as a distinct break with earlier approaches that emerged in the 1980s-90s. The new 
approach is regarded to be more strategic and more individually focused and more 
entrepreneurial than earlier approaches that focused more on personnel administration. 
Lowry (1990, p 30) supports the former position of continuity by arguing that 'personnel 
work has always included strategic matters and the present emphasis on strategic issues 
merely represents another change in the environment to which the personnel manager 
adapts by strengthening the competence required for the new situation' (see also Morley 
et al 2006). For contrast, Sparrow and Hiltrop (1994) point out a detectable shift from 
traditional and specialist areas of HRM towards a broader concern with the strategic 
nature and impact of the HR role. In particular, they contend, this involves a greater 
focus on the human resource aspects of changes in organisation culture and structure. 
They also point to the increasing evidence that the changing HR function is associated 
with environmental change and the need for greater flexibility and creativity in response 
to economic turbulence of the late 20th century. 
According to Armstrong (2006) the debate about the differences, if any, between HRM 
and personnel management are now becoming less relevant as the terms HRM and HR 
are now in general use both in their own right and as synonyms for personnel 
management. This is also a point made by Torrington (1989, p 65-6) who suggests that: 
'Personnel management has grown through assimilating a number of additional 
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emphases to produce an even richer combination of experience ... HRM is no revolution 
but a further dimension to a multi-faceted role.' This position seems to accept both the 
existence of a significant change in practices, but sees it as part of an emerging 
evolutionary process rather than a revolutionary 'paradigm shift' (see also Budhwar and 
Debrah, 200 I). As part of this process, other writers such as Schuler and MacMillan 
(1984), Barney (1991), and Wright et al (1994) have given greater emphasis to the role 
of HRM as a source of competitive advantage for organisations (Wright et aI, 1994; 
Huselid, 1995; Guest, 1997; and Schuler and Jackson, 1987a, 1999). It seems therefore 
reasonable to accept that HRM is an adapting and evolutionary process that has 
undergone significant changes in response to changing environmental conditions. In this 
respect, it is still useful to be specific about what these changes involve but to also 
recognise that such attempts to provide general models should be regarded as 'ideal 
types' that will be the subject of change in practice in response to the different 
environmental situations facing particular organizations. This is the approach suggested 
by Goss (1994, pI): 'The development ofHRM as a body of management thought in the 
1980's can be linked to a conjunction ofsocio-economic factors-in particular, changes in 
international competition, the restructuring of industrial sectors and organisations, and 
the rise of a renewed confidence in power of managers to manage'. In conclusion Goss 
(1994, p 18) states 'HRM initiatives should be approached from an understanding of 
specific organisational realities, rather than from a set of priori prescriptions' . 
Storey (1995) has differentiated between the traditional personnel management and 
HRM and like Goss he emphasises that these differences should be seen as ideal-types 
not as prescriptions for what has or what should happen in actual practice (Table 3.1 on 
next page). 
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Table ( 3.1 ): A Comparison of Personnel and HRM 
Dimension 
Beliefs and assumptions 
1. Contract 
2. Rules 
3. Guide to management action 
4. Behaviour referent 
5. Managerial task 
vis-a-vis labour 
6. Nature of relations 
7. Conflict 
Strategic aspects 
8. Key relations 
9. Initiative 
10. Corporate plan 
11. Speed of decision 
Line management 
12. Management role 
13. Key managers 
14. Communication· 
15. Standardization 
16. Prized management skills 
Key levers 
17. Selection 
18. Pay 
19. Conditions 
20. Labour-management 
21. Thrust of relations with 
stewards 
22. Job categories and grades 
23. Communication 
24. Job design 
25. Conflict handling 
26. Training and development 
27. Focus of attention for 
interventions 
Storey J, (1995, P 4) 
Personnel and IR 
Careful delineation of written 
contracts 
Importance of devising clear 
rules/mutuality 
Procedures 
Norms/custom and practice 
Monitoring 
Pluralist 
Instituti onalized 
Labour-management 
Piecemeal 
Marginal to 
Slow 
Transactional 
PersonnellIR specialists 
Indirect 
High (e.g. "parity" an issue) 
Negotiation 
Separate marginal task 
Job evaluation (fixed grades) 
Separately negotiated 
Collective bargaining contracts 
Regularized through facilities 
and training 
Many 
Restricted flow 
Division oflabour 
Reach temporary truces 
Controlled access to courses 
Personnel procedures 
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Aim to go "beyond contract" 
"Can-do" outlook: impatience with 
"rules" 
"Business need" 
Val ues/missi on 
Nurturing 
Unitarist 
De-emphasized 
Customer 
Integrated 
Central to 
Fast 
Transformational leadership 
Generallbusiness/line managers 
Direct 
Low (e.g. "parity" not seen as 
relevant) 
Facilitation 
Integrated, key task 
Performance -related 
Harmonization 
Towards individual contracts 
Marginalized (with exceptions of 
some bargaining for change models) 
Few 
Increased flow 
Teamwork 
Manage climate and culture 
Learning companies 
Wide-ranging cultural, structural 
and personnel strategies 
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For summary, Personnel Management is characterised by vertical management of 
subordinates; a centralised personnel function as a staff department; line managers 
manage people within a set of rules and procedures; personnel planning is derived from 
business planning as a reactive exercise; and the employees are objects of corporate 
strategy. On the other hand, HRM is characterised by: a decentralized personnel 
function; line management is responsible for directing and co-coordinating all resources 
in the business unit to reach the strategic goals; human resource planning is fully 
integrated with corporate planning (Krulis-Randa, 1990; Pettigrew and Whipp, 1991; 
Purcell and Ahlstrand, 1994). This is also reflected by Legge (1989) who identifies three 
features that distinguished personnel management and HRM: 1- Personnel management 
is an activity aimed primarily at non-management, whereas HRM is less clearly focused, 
but is certainly more concerned with managerial staff; 2- HRM is more about integrating 
line management activity, whereas personnel management seeks to influence line 
management; 3- HRM emphasises the importance of senior management being involved 
in the management of culture, whereas personnel management has always been rather 
suspicious of organisation development and related unitarist, social-psychologically 
orientated ideas. 
Thus a common feature of all the apparent differences is the emphasis of the proactive 
management of people in response to strategic objectives. Armstrong (1992, p 38) states 
that: 
The most significant difference is that HRM is based on a management 
and business oriented philosophy. It is a central, senior management 
driven strategic activity, and it is developed, owned and delivered by 
management as a whole to promote the interests of the organisation which 
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they serve. Hence the importance attached to strategic integration and 
strong culture, which flow from top management's vision and leadership, 
and which require people who will be committed to the strategy, will be 
adaptable to change, and will fit the culture. 
This can be summarised in the model of Pettigrew and Whipp (1991) as illustrate in 
table ( 3.2 ) below. 
Table (3.2): Personnel Management and Human Resource Management 
Element Personnel Management HRM 
Employee relation Adversarial Developmental and 
collaborative 
Orientation Reactive and piecemeal Proactive and business 
focused 
Organisation Separate functions Integrated function 
Client Management Management and 
employees 
Values Order, equity consistency Client and problem 
focused, tailored solutions 
Role of specialist Regulatory and record keeping Problem sensing, tailored 
solutions 
Role of line management Passive ownership Active ownership 
Overall output Compartmentalized thinking Linking various human 
and acting resource levers to business 
needs 
Pettigrew and Whipp (1991) 
In a classic model of the strategic possibilities for HRM, Torrington et al (2002) define 
five potential relationships between organisational strategy and HR strategy. 
1. Separation Model: in this model there is no relationship at all between organisational 
and human resource strategy; this type of approach is characteristic of old-style TPM 
and can still be found in many small organisations (see below). 
2. Fit Model: this concentrates on the importance of people in the achievement of 
organisational strategy; human resource strategy is designed to fit with the 
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organisational strategy. In this model the HR function is required to respond to 
organisational strategy by defining the behaviours that employees need to 
demonstrate in order to meet strategic goals and to develop policies to deliver these 
3. Dialogic Model: this identifies the need for two way communications between the 
organisational and human resource strategies, although the former still tends to 
normally assume a dominant position. 
4. Holistic Model: this represents a deeper recognition that the people of the 
organisation are the key to competitive advantage rather than just a means of 
achieving business strategy. As such, HR initiatives may sometimes take the leading 
role in shaping the organizational strategy. 
5. HR-driven Model: this represents a situation where human resources are considered 
to be the fundamental key to competitive advantage and, as such, it is required for 
their application and development to take priority as the key determinant of strategic 
direction. 
It can be suggested that this model can be collapsed into three mam positions: 
separation; fit; and holistic. Dialogic is seen to be a variant of fit, and HR-driven is also 
seen to be an extension of the holistic model. It could even be suggested further that fit 
and holistic models are essentially similar as each places central emphasis on the 
aligning of HR and organizational strategy, they being different only in the degree to 
which HR is given a leading role. This emphasis on HR could be seen as a reflection of 
environmental factors such that in highly knowledge-intensive industries it would be 
expected to find greater holistic emphasis, whereas in more traditional markets with a 
greater predictability of markets and a lesser reliance only on human factors, a form of 
fit approach would be assumed to be more common. 
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The issues of 'separation' will be considered below in relation to SMEs, but the fit 
approach can be exemplified in the following model derived from Jackson and Schuler 
(2007, p 36) and Fombrun et al (1984) cited in Bratton and Gold (2003, p 19) 
represented in Figure (3.1 ) on next page. 
The point underpinning this model is that both HR policies and practices need to be 
configured in order to produce an alignment that will generate the employee and 
managerial behaviours needed for realising the strategic objectives of the organisation, 
and the human resource policies and practices should be identified which would 
reinforce this mutual behaviour. In this respect, external fit (where HR strategy fit with 
the demand of business strategy) and internal fit (that all HR activities and policies fit 
together so that they make a coherent whole) are mutually reinforcing and if applied 
consistently will achieve contingent fit. Hence, there should be a contingency on the 
particular situations of every single organisation respectively (Schuler and Jackson, 
1987a, 1987b; Schuler, 1987; Baird and Meshoulam, 1988; Huselid, 1995; Delery and 
Doty, 1996; Hiltrop, 1996; Purcell, 1999; Boxall and Purcell, 2000; Gibb, 2001; Bratton 
and Gold, 2003). As with other areas of HRM there are various forms of the 
'configuration' approach. The 'best fit' models of the sort suggested by Pfeffer (1994) 
tend towards the aspect of prescription by specifying the policies that need to be 
configured as necessary requirements for producing high performance and high 
commitment. This type of configurational-fit (CF) approach, although sometimes with 
different detailed policy combinations (Marchington and Grugalis, 2000) has been 
highly influential in shaping the practice of HR and it can be seen as an underpinning 
philosophy for the lIP initiative that will be considered in detail below in this chapter. 
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Here only the matching between the assumptions of the configuration-fit approach and lIP 
will be noted, most importantly because, as will be shown shortly, there are a number of 
criticisms that can be made for the CF model and that will therefore also have implications 
for the strengths and weakness of lIP (section relate to lIP below gives a full history of the 
programme). 
Ram (2000) has shown that lIP is predicated on three assumptions: definable standards of 
'best practice'; a link between HR practices and organisation performance; all kinds of 
organisations whether large or small of any sector, size or stage of development 
should adopt 'best practice'. It is also seen to share the unitarist assumptions of the 
configuration-fit approach (particularly as seen in the 'matching' and 'best practice' 
forms; Boxall, 1996; Purcell and Ahlstrand, 1994). These assumptions are to be found as 
clearly reflected in the writings of bodies such as the Centre for Research in Employment 
and Technology in Europe (CREATE, 1996, P 19): 'Strategy, Structure and People are 
like the pieces of a jigsaw puzzle. Good practices are about achieving a perfect fit, then 
benchmarking it against the best. The [lIP] standard is all about having a vision for the 
future and communicating it to your staff in such a way that they understand what is 
required of them .... The critical requirement is to ensure a proper fit between them in 
order to meet the business needs' . 
As the lIP organization itself states: 'lIP sets a level of good practice for improving an 
organisation'S performance through its people. It offers the framework for integrating 
people strategy with business strategy. It encourages excellence in the field of developing 
people and it creates a culture of continuous improvement' (lIP UK, 2000, diag/0201, pi): 
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lIP is 'a national standard which sets a level of good practice for the training and 
development of people to achieve business goals' (lIP UK, 1995,80, pi). 
It is, however, these assumptions that have been critically review by Marchington and 
Grugalis (2000, p.1121) on the basis of available research evidence in the key areas of the 
approach: 
Best practice, it seems, is problematic. When unpacked, the practices are 
much less 'best' than might be hoped, there are times when they appear to 
present contradictory messages, they are not universally applicable, and 
they tend to ignore any active input from employees - other than to help 
achieve employer goals - into the organizations for which they work. It is 
not clear that employees are as enthusiastic about the model as their 
employers and, if they are, their views are not accorded the same space. In 
presenting the argument for the adoption of 'best practice' HRM, the 
nature of the employment relationship itself is over-simplified and 
distorted. Useful though this debate has been, and it has certainly 
catapulted discussions of the links between HRM and perfonnance into the 
limelight, much more research is needed to make it meaningful and 
sufficiently rigorous to withstand critical analysis. 
As has been suggested, because lIP can be seen as to be underpinned by these types of 
assumptions, this critique raises a number of issues that are relevant within the context of 
the current research. The first is the need to examine particular practices in detail rather 
than to assume that their effects are positive and beneficial. The second is to be cautious 
about the ways in which policies operate together rather than to assume the effectiveness 
of the so called 'criterion-specific studies, such as that by Pfeffer, which outline a number 
of 'best practices' and suggest that the closer organizations get to this list the better their 
perfonnance is likely to be' (Marchington and Grugalis, p.1115). As Guest (cited in 
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Marchingto and Grugalis, ibid) points out that there 'may be room for variation between 
organizations in order to make allowance for specific internal and external circumstances. 
In this case, the key might be to identify the key objectives and strategies of an employer, 
and then search for HR practices which might be appropriate in the circumstances'. This 
can be seen to be in line with the recognition of the effect of contingency effects as 
outlined above, rather than the adoption of universal prescriptions. Finally, and 
underpinning these points is the need to consider the reactions of employees in a serious 
manner rather than adopting just the views of managers. In the following study attention 
will be given to these points in terms of a detailed analysis of employment practices in 
Oman and an assessment of these in different types of organizations and from the 
perspectives of managers and employees. 
However, having located the lIP position within the general frameworks of development 
of HRM and shown its underpinning assumptions and weaknesses, it is also necessary to 
focus on the issue of HRD as this is regarded as a key component of both HRM and lIP in 
terms of being a necessary condition for the successful linking of needed behaviours to 
strategic objectives as it is to be likely that under changing environmental conditions, 
skills and competencies will need to be renewed and developed on a ongoing basis. And 
as HRD is a major sub-area of HRM it needs to be considered in some detail and its 
underpinning assumptions made clear, as above, in order to identify issues that need to be 
examined analytically in the study of practices in Oman. 
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HRM and the rise of Human Resource Development (HRD) 
This section discusses various definitions of HRD, prevalent HRD models, examines three 
main sub-topics of learning, training and development. As with HRM, different 
conceptions of HRD have been suggested with some emphasizing learning activities (Reid 
and Barrington, 1997), others emphasising the learning process (Stewart, 1999) and others 
stressing the strategic dimension (Harrison, 1997). However, broadly HRD is 
conventionally understood as concerned with the provision of learning, development and 
training opportunities in order to improve individual, team and organizational 
perfonnance: HRD is essentially a business-led approach to developing people within a 
strategic framework (Ann strong, 2006, p 531). 
As with the debate on HRM some have challenged the underpinning objectives ofHRD in 
terms of the possible conflicts between organization and management goals and those of 
the employees who are being 'developed'. Garavan et al (2000) point to a philosophical 
issue concerning whether, as an organisational activity, HRD should promote 
'perfonnance', or 'learning'. They state that a perfonnance focus is usually advanced by 
practitioners, whereas the learning focus is more often advanced by academics (Kuchinke 
1998; Lewis 1996). 
For example, Garavan et al (1999) argues that a strong strand in the HRD literature talks 
about HRD within a traditional paradigm of classical management or systems thinking 
(which can be seen as having parallels with the assumptions of the prescriptive 'fit' 
approaches described above in relation to HRM). This paradigm, they states, posits that 
HRD operates in a context where organisational strategy is detennined by senior 
management in a rational or linear fashion and then communicated to other managers and 
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employees. HRD within this approach is generally perceived as a reactive activity (Jones, 
1981) and is isolated from core organisational strategies (Garavan et aI., 1995). In terms 
of content Reid and Barrington (1997) use the metaphor of the 'jug and mug' to emphasise 
the passive nature of the learner, who has limited involvement at any stage of the learning 
process. Marvick and Watkins (1997) also point to an assumption that training needs can 
be identified in precise detail and treated as atomistic and functional. Indeed, many 
commentators have questioned whether the term HRD can be applied to such an approach 
(Stewart 1999). 
However, a second strand of literature emphasises a more competency-oriented 
perspective on HRD. It adopts a broader definition of the activity to include employee 
aspirations, self-management, career and organisational development (Bristow and Scarth, 
1980). Here the primary focus of all development activities according to Holdaway and 
Saunders (1996) is their contribution at the tactical level within the organisation, rather 
than any explicit links with corporate priorities or strategies (Long and Stuart, 1985) and 
acting as an internal consultancy service (Holdaway and Saunders, 1996; Buckley and 
Caple, 1995; Stuart and Long, 1985). Attempts may be made to achieve close linkages 
with other HR strategies thus achieving horizontal integration as argued by Marchington 
and Wilkinson (1996). Commentators such as Garavan (1991) and Harrison (1997) point 
out that here the HRD specialist will better understand the language of business and 
possess a solid base of HRD expertise. 
A third major strand and one particularly strong in the more recent literature is the notion 
of Strategic Human Resource Development (SHRD). This can be seen as a parallel to the 
fitlholistic approaches to HRM discussed above. This has been evident in the works of 
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Garavan et al (1995) and O'Donnell and Garavan (1997). Here the primary concern is the 
establishment of strong linkages with corporate goals and the achievement of vertical 
integration. Harrison (1997) has defined Strategic HRD as the provision of training, 
development and education activities designed to enhance the utilization of human 
resources within the organisation and contribute to the achievement of explicit corporate 
and business strategies. Pedler et al. (1994) argue that SHRD requires an emergent 
approach to strategy and Barham et al (1987) suggest that it should proactively facilitate 
major organisational change (Pettigrew et al. 1988a,b). Hammond and Willie (1991) 
suggest that it must involve an increasing shift away from individual concepts of training 
and development and towards a collective and culturally integrative concept of learning. 
Beer and Spector (1989) for example, consider the differences between traditional training 
and development and strategic HRD as follows: 
Strategic HRD can be viewed as a proactive, system-wide intervention, with 
it linked to strategic planning and cultural change. This contrasts with the 
traditional view of training and development as consisting of reactive, 
piecemeal interventions in response to specific problems. HRD can only be 
strategic if it is incorporated into the overall corporate business strategy. It is 
in this way that the HRD function attains the status it needs to survive and to 
have a long term impact on overall business performance and respond to 
significant competitive and technological pressures.' 
In the above account of HRD, three terms have been repeated but have not been separately 
definined: training; learning; and development. These terms are of importance in the 
understanding of HRD as the different emphases that can be given to then suggest the 
orientation that is being taken more generally. Thus, 'training' tends to be the predominant 
terms used within the 'classical' approach, whereas 'development' tends to be favoured in 
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the competency model and 'learning' is emphasised in SHRD. However, it must be made 
clear that this is often a matter of relative emphasis rather than the three approaches being 
mutually exclusive forms of activity. However because of the significance of these 
different forms of emphasis, the terms require some clarification. 
Regarding training, training can be regarded as the basis of the three terms, but not 
because it is unnecessary or unimportant (even for organizations that emphasise 
development and learning) but because for many forms of workplace activity it forms the 
basis on which the others must be built. For example, it may not be possible for someone 
to be developed in a particular area if they do not have first a basic competence in what is 
required. In this respect it can be suggested that training is a form of learning, but as will 
be seen below it is generally regarded to involve learning that is more 'mechanistic' and 
programmed rather than being open-ended and self-developmental as is often assumed 
when the term (learning) is used to represent a form of HRD. 
Thus, Nadler and Wiggs (1986) argued that training activities focus on learning the skills, 
knowledge and attitudes required to initially perform a job or task or to improve upon the 
performance of a current job or task. Similarly Armstrong (2006) argues that training 
involves the use of formal processes to impart knowledge and help people to acquire the 
skills necessary for them to perform their jobs satisfactorily, and Reynolds (2004, p 45) 
points out that training 'should be reserved for situations that justify a more directed, 
expert-led approach rather than viewing it as a comprehensive and all-pervasive people 
development solution.' 
In terms of the provision of training, the Centre for Corporate Strategy and Change at 
Warwick University, conducted influential research on the relationship between corporate 
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strategy and training in the UK of the early 1990s (Hendry, 1991; Hendry et aI., 1991; 
Pettigrew, 1990; Pettigrew et aI., 1989). This research demonstrated a complex 
relationship with no single factor explaining why companies trained or did not train. They 
developed a broad-based model of the training system and of the factors which affect it, 
again, as with the discussion of HRM above, showing how the nature of such policies is 
highly conditioned by the role of contingency relating to the nature of organizations and 
their environments. Four main factors were seen to affect training provision and the extent 
to which it was strategically focused: the external labour market, internal labour market 
needs, internal actors and systems, and external support for training. Hendry (1991, P 107) 
makes the important point that these factors include not only external environmental 
pressure but also a range of internal factors that have relevance beyond the narrow 
conception of training or HRD and include wider areas of HRM. This point has been made 
also by Garavan (1991) who notes the necessity of having a set of complementary HRM 
activities in place to service training provision and by Keep (1989) who turns the issue in 
reverse to argue that 'strategic training and development activities are central to the reality 
of anything that can meaningfully be described as human resource management' (cited in 
Garavan, 1991, p. 25). 
Thus although formal training is only one of the ways of providing learning as it is 
essential when, as summarised by Armstrong (2006, p 576): 
'the work requires skills that are best developed by formal instruction; 
different skills are required by a number of people, which have to be 
developed quickly to meet new demands and cannot be acquired by relying 
on experience; the tasks to be carried out are so specialized or complex that 
people are unlikely to master them on their own initiative at a reasonable 
speed; critical information must be imparted to employees to ensure they 
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meet their responsibilities; a learning need common to a number of people 
has to be met, which can readily be dealt with in a training programme, for 
example induction, essential IT skills, communication skills.' 
One of the tasks for the research will to be to determine the extent to which this 'basic 
training' is needed and provided in the Omani context. The earlier discussion of the Oman 
labour market has already suggested that Omani nationals may often be lacking in this 
regard to a greater extent than expatriates and that therefore its provision will be a basic 
precondition for the success of Omanization and for subsequent developments of a more 
effective national workforce. However, at present relatively little is known about the 
nature and variation of such practices, an issue that the current research will hope to 
rectify. 
Concerning development, development is a broader concept than 'training' and as Goss 
(1994; 1997) has pointed out it has increased in usage from originally only having been 
applied to managerial employees ('management development') to now being extended in 
many organization to include the whole of the workforce. Harrison (2000) explains the 
role for development as learning experiences of any kind, whereby individuals and groups 
acquire enhanced knowledge, skills, values or behaviours; its outcomes unfold through 
time, rather than immediately, and they tend to be long lasting. According to Armstrong 
(2006) development is an unfolding process that enables people to progress from a present 
state of understanding and capability to a future state in which higher-level skills, 
knowledge and competencies are required; it takes the form of learning activities that 
prepare people to exercise wider or increased responsibilities; it does not concentrate on 
improving performance in the present job. Similarly De Cenzo and Robbins (1996, p 245) 
argue that 'employee development is more future-oriented and more concerned with 
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education than employee training ... and focusing more on the employee's personal 
growth' (see also Harrison, 1997; Stewart, 1999; Pedler et al. 1994). But as with training, 
the need for development is seen to relate to the pressures that organizations face in 
relation to a turbulent economic environment, as emphasised by Garavan et al (1999, p 
175): the need to manage change; to enable the individual to adapt to new challenges and 
horizons; to broaden the creative capacity of the employee; and to support an organisation 
culture of participative and facilitative leadership. 
One issue that emerges when 'development' is considered in greater detail is whether it 
should be either a mainly individual activity that is the personal responsibility of each 
individual or whether it should be regarded as a formal organizational responsibility that is 
expected as part of a collective need for learning. In practice it seems that both forms may 
be overlapping, although both may also exist in separation. For example, an individual 
may be personally motivated by their home experience or early education to develop 
themselves to the fullest possible extent without regard to any specific employer. 
However, another individual may only be brought to realising the need for personal 
development as part of a participation in an organizational activity. However, it seems 
likely that those of the former type may be better placed to take advantage of 
organizational opportunities than those of the latter. Both approaches have in common the 
assumption, whether individually motivated or organizationally supported, that 
development should be a continuous process (Jones and Robinson, 1997). Wood et al 
(1988), for example, argues that continuous development represents a set of attitudes and 
beliefs and the learner is assumed to be autonomous, capable of utilising all capabilities to 
develop and understand the learning process, in particular an improved learning activity 
(see also Stewart, 1996; Reid and Barrington, 1997). The UK's (then) Institute of 
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Personnel and Development (1995, p 4) suggested that continuous personal development 
(CPD) involved 'is systematic, ongoing, self directed learning'. The emphasis on 
'systematic' suggests a framework within which formal and informal learning activities 
can be set; this could involve an arrangement by which the management of CPD becomes 
a shared responsibility between the individual and the organisation (Jones and Robinson 
1997). 
From the perspective of the current research it will therefore be necessary to explore the 
extent to which organizations and employees respond to ideas of development and to their 
operation on a continuous basis and how prepared individuals and organizations are for 
making progress in this area. 
Learning can be regarded as the most aU-embracing of the terms being discussed and it 
shares in particular the notion of being a continuous and cumulative process with 
development. In this respect its importance can be seen as a means of placing an emphasis 
on this aspect rather than talking about 'training' or 'teaching' which imply a more 
supply-side (ie teacher-driven) emphasis (Williams 1998). Honey and Mumford (1992) 
suggest the learning has happened when people can demonstrate that they know 
something that they did not know before and when they can do something they could not 
do before (skills). Mumford and Gold (2004) also emphasise that the learning is both a 
process and an outcome concerned with knowledge and skills (see also Armstrong, 2006). 
Harrison (2005) outlines four types of learning that show the overlap between training, 
development and learning: Instrumental learning -learning how to do the job better once 
the basic standard of performance has been attained; Cognitive learning-outcomes based 
on the enhancement of knowledge and understanding; Affective learning-outcomes based 
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on the development of attitudes or feelings rather than knowledge; and Self-reflective 
learning-developing new patterns of understanding, thinking and behaving and therefore 
creating new knowledge. As with development the challenge for organizations may be to 
move to the higher levels of learning identified above rather than to remain at the 
instrumental (training) level. It seems likely that to be able to achieve this organizations 
will need an understanding of learning principles and of the benefits that come from these 
rather than a simple focus on regarding trained employees in terms of their contribution to 
the bottom-line. This may be an issue for many employers in Oman who seem unlikely to 
have developed a sophisticated understanding of HRD and, as was discussed above, it will 
need to be investigated as to the extent to which organizations can support more 
sophisticated learning processes with other HRM policies and practices. 
As with the discussion of HRM above, it is necessary to identify how HRD fits with lIP. 
Berry and Grieves (2003) matched the Investors in People criteria with the 16 factors of 
the 'learning transfer system inventory' model of Donovan et al (2001) and found that 
most (11/16) factors matched the Investors in People criteria. They concluded that both 
lIP and strategic HRD seek to organise the planned learning and development of 
individuals and groups in order to exploit business opportunity, growth, and development 
in the future (see also Duckett 2002). 
However, Bell et al (2002a) argue that whilst the lIP standard appears to formally 
contribute towards the realisation of a 'learning organisation', this may be misleading as 
rather than supporting organizational learning, the standard may in certain circumstances 
conspire against the development of it. This, they continue, is primarily because the lIP 
framework encourages organizations to train and develop employees in ways that relate 
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directly to business needs. Thus, they conclude that unlike the learning organization 
model, which is characterized by the idealism of allowing people to develop personally 
through workplace training and learning, the structure and practice of lIP appears to give 
an impression that organisations can be effective whilst having scant interest for 
individual development. In contrast research conducted by Hoque (2003) claimed to show 
that the implementations of lIP has a positive impact on the organisational function with 
respect to human resource development, although it was acknowledged that there were 
gaps that arose from a failure to implement all aspects of the programme effectively, a 
situation that Ram (2000) found to be particularly characteristic of smaller organisations. 
In this respect, the possibility of lIP being an encouragement to instrumental 
learning/training must remain a concern. 
However, Ram's point regarding differences between large and small firms raises an 
important issue for this study, as most of the HRMID literature has been based on large 
organizations as the norm, but in Oman small businesses are most common. It is necessary 
therefore to further explore the so-called 'size-effect' (Goss, 1991) on HRMID more 
generally and to assess its relevance to understanding the Omani situation. 
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Small and Medium Enterprises and HRMID 
Gersick et al. (1996) claim that family businesses are perhaps the dominant form of 
enterprise worldwide. They argue that more than two of every three organizations are 
family owned and / or managed. However, Barnett and Kellermanns (2006) argue that 
despite this the field of management studies has paid insufficient attention to these firms' 
unique theoretical and practical problems. Indeed, in context of this research, it will be 
recalled from chapter two that over 75% of Omani organizations are family owned and as 
Zahra and Sharma (2004) have noted this requires a growing awareness of their role and 
methods of operation. 
A family businesses can be defined as 'a business governed and / or managed with the 
intention to shape and pursue the vision of the business held by a dominant coalition 
controlled by members of the same family or a small number of families in a manner that 
is potentially sustainable across generations of the family or families' (Chua et aI, 1999). 
In the Middle East, Davis et al (2000) researching the challenges facing family companies 
in the Gulf Cooperation Council (GCC), compared private and public sector employment 
and showed that family companies employed 70 % of Bahrain's and 57 % of Oman's local 
workforce. 
Family compames III GCC are being asked by the government to develop new 
employment opportunities for local citizens but this is likely to be a challenge for two 
reasons (Davis et aI, 2000). First, in the past, local citizens were neither particularly well 
skilled nor loyal to family businesses, moving from company to company. Second, there 
remains a paucity of local management talent and family companies have become highly 
dependent on expatriate labour 
51 
Chapter Three: Literature Review 
It can be argued however, that these are problems that apply to smaller organizations in 
general as well as to family firms. The former are usually defined as companies with less 
than 100 employees (Heneman and Berkley, 1999) although there is no agreed upon 
definition (see Goss, 1991). The Ministry of Commerce and Industry in Oman (2004) 
recently has categorized industrial private organisations into the following groups: 
(i) A small scale firm: less than 10 employees. 
(ii) A medium scale firm: between 10 and 99 employees. 
(iii) A large scale firm: 100 employees and more. 
On this definition, the majority of the private establishments are medium sized enterprises 
in terms of capital or labour force. Figure ( 3.2 ) shows the number of medium and large 
industrial establishments in Oman during 2000 - 2003. 
Figure ( 3.2 ): Number of Medium and Large industrial Establishments during 
2000 - 2003 in Oman 
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Audretsch and Thurik (2000, 2001) argue that effective HRM practices are becoming 
increasingly important in the new "knowledge-based" economy, as companies face the 
double challenge of the need for more highly trained employees coupled with a shortage 
of qualified labour. These challenges, together with the third trend toward smaller firms in 
general, reinforce the need for effective HRM practices in the small firm. However, Kok 
and Ulhaner (2001) have provided evidence from various authors (Chaston, 1997; Crick 
and Chaudry, 1997; Gibb, 1997; Hendrickson and Psarouthakis, 1998; Lee, 1995; Marlow 
and Patton, 1993; Pfeffer, 1994; Storey, 1994) that supports the general finding that small 
organizations are more likely to operate in an informal and flexible manner than larger 
firms. They argue that these patterns of informality tend to repeat themselves in HRM 
practices. For instance Koch and McGrath (1996) found that, in general, company size is 
positively related with the incidence of HRM planning and formal training, and with the 
level of overall HRM sophistication. Westhead and Storey (1997, 1999) found that both 
managers and employees were less likely to get formal training in a small firm. Similarly 
Kok and Ulhaner (2001, p 275) cite a study by Jackson et al. (1989), where smaller 
companies (defined as having fewer than 250 employees) were found to have less 
formalized performance appraisals, less likelihood of bonuses based on company 
productivity and less training than larger companies. Hence as seen from the above, in 
attempts to explain these HRM patterns, some scholars argue that an informal approach is 
more suited to the small firm. Hill and Stewart (1999a) suggest that smaller firms should 
be more flexible and informal to be able to cope with the higher levels of environmental 
uncertainty. By contrast, they argue that it is lack of foresight and/or resources that leads 
to less use of formal HRM practices in small businesses. Hendry et al. (1991) stated that 
owners of small companies viewed any training beyond the level necessary to perform 
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their immediate jobs as a luxury to be provided only when the firm was making large 
profits. 
However, Kok and Ulhaner (2001) argue that employees in smaller firms often have to 
perform a greater variety of tasks than employees in larger firms. Hence, they state, 
specialists are also less likely to be found in the smaller firm (Bacon et aI, 1996; Jackson 
et aI, 1989; Wagner, 1997). Heneman and Berkley (1999) confirm this trend. In a random 
sample of 117 companies with less than 100 employees, they found that only 15 had a HR 
department; in that same study, the use of a HR manager was associated with significantly 
higher retention rates. 
However, there have also been various studies, largely derived from case studies, that 
suggest that HR practices can be more sophisticated or formal than expected in the typical 
small firm (Arthur and Hendry, 1990; Bacon et aI., 1996; Deshpande and Golhar, 1994; 
Duberleyand Walley, 1995; Hendry et aI., 1991; Hornsby and Kuratko, 1990; Marlow and 
Patton, 1993). Hornsby and Kuratko (1990) found HRM practices within many small 
manufacturing firms (defined in their study to have less than 250 employees) to be as 
sophisticated as those in larger companies. Using a small set of cases, Hill and Stewart 
(1999a) also demonstrate variation in level of sophistication of HRM practices among 
smaller organizations. Kok and Ulhaner (2001) in summary argue that although company 
size appears to be a strong factor in predicting HRM practices, it is clearly not the only 
one, given the wide variation in the formalization of HRM practices found among smaller 
firms. 
Interestingly Reid et al (2002) focused on assessing HRM policy and practice within the 
SMEs context and utilized the family and non-family business categories. They suggested 
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that overall practices of HRM in family business (20-1 00 employees) are different than 
their non-family counterparts. They found the following four issues: 
(1) Significantly higher numbers of non-family businesses having a personnel or HR 
department/manager; where family firms have a HRipersonnel manager they are generally 
not involved in matters of strategy. 
(2) Significantly higher numbers of non-family businesses used appraisal systems for 
managers and clerical staff, for individual training needs, and applying performance 
related pay. 
(3) Family businesses were spending less on training than non-family counterparts, even 
though both family and non-family enterprises reported that "training and development" 
was their biggest HRM challenge. 
(4) About two thirds of family companies stated that family members in management roles 
received management training. About quarter of family businesses reported using a formal 
performance system to assess family members. 
In relation to HRD in more general terms, Hill and Stewart's (1999a, 2000) work provides 
a detailed insight into human resource development in SMEs in the UK. Their research 
revealed many instances of short-term ism, spontaneity and the effects of heavy reliance on 
a single customer. They argue that, where training and development does occur in SMEs, 
not only is it reactive and informal, but it is also short term and almost exclusively 
directed at the solution of immediate work-related problems, rather than the development 
of people. However, they conclude that two important mediating influences here are the 
attitude and motivation of the owner manager towards HRD and the perceived impact of it 
on organisational performance. They conclude that training and development in small 
firms mirrors the characteristics of SMEs themselves (see also Westhead and Storey, 
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1997, 1996; Scott et aI, 1996; Cosh et al 1998; Vickerstaff and Parker, 1995; Joyce et al 
1995; Lane 1994). 
In summary therefore, general evidence on the nature of HRMID in small/family firms 
suggests that this is frequently less developed than is the case in larger organizations. They 
seem more likely therefore to be inclined towards a 'separation' approach to HRMJD 
rather than a more configurational/fit approach. There is no need to think that this will be 
any different in the case of Oman and, as such this raises the need for the research of this 
thesis to try to identify and potential size-effect in these practices. But it also raises the 
possibility that a formal initiative such as lIP which is based, as shown above, on the 
assumptions of configuration/fit, may not necessarily be a viable means of addressing HR 
deficits in an economy where the majority of enterprises are both small and heavily 
influenced by the informal pressures associated with family enterprises. Thus for this 
reason it is now necessary to provide a more detailed account of lIP and its potential 
strengths and weaknesses. 
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Investor in People standard (lIP) 
The original Investors in People standard (lIP) initiative was introduced in the late I980s 
and was funded and sponsored by the government of the United Kingdom. Emberson and 
Winters, 2000) state that the initiative seeks to improve the management of human 
resources through a framework of 'best practices' implemented by organisations. The 
driving principle is that investment in the training and development of people is essential 
to business success, especially over the long-term. 
Smith (2000) shows how the lIP initiative was developed in consultation with the 
Confederation of British Industry (CBI) and the Trade Unions Congress (TUC). 
According to 'The Management Information Report'-IIP UK (2003b), by May 2004, over 
36,380 UK organisations had achieved lIP status, covering 28.88 % of the workforce. 
Originally the initiative was managed at local level by Training and Enterprise Councils 
and monitored by lIP UK. 
The Investors in People standard (lIP) seeks to link training and development to business 
strategies in order to improve organisational performance (Smith, 2000). It was designed 
to address skills gaps and the lack of investment in training and development particularly 
within the private sector (IDS, 2000). Initially, the Standard was based on four key 
principles for people development: Commitment, Planning, Action, and Evaluation (lIP 
UK 8ID, 2000). According to the lIP UK-80B (1997) it represents a powerful manpower 
planning and development tool; a standard that provides help to organisation to improve 
their performance by developing their people. The lIP standard does not prescribe anyone 
method but provides a framework that organizations of all types can use to help them 
achieve business excellence. Redman and Wilkinson, (2001) suggest that at a strategic 
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level, the standard provides a structured way of assessing the human resource 
development practices, systems and policies within an organization, and identifying and 
implementing actions necessary to bring those practices up to the level of the best. More 
recently lIP UK 37D (2003a) have claimed that lIP is now an international quality mark 
which helps organizations to improve their external image and makes it easier for them to 
compete in the global market. The current version of the Standard -2004- is based on 
three principles, 10 indicators, and 39 units of evidences, The 10 individual indicators are 
divided between the 3 principles and each indicator consists of different number of 
evidence units; the three principles provide the basic structure of the lIP standard (lIP UK, 
2004): 
• Plan - Developing strategies to improve the performance of the organisation 
• Do - Taking action to improve the performance of the organisation 
• Review - Evaluating the impact on the performance of the organisation. 
The figure ( 3.3 ) on next page shows the principles and indicators of lIP standard. 
According to lIP UK (2004), an organisation to be an Investor in People, should have: a 
clear vision, top management should communicate organisational vision to all employees; 
a written business plan which identify the organisation's goals and targets; and identifies 
the necessary skills and training for staff according to the business goals, in this regards 
both line manager and employee define any areas where training may be needed .. 
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Figure (3.3 ): The Principles (Plan, Do and Review) of the Investor in People standard 
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Investors in People UK presents a wide range of case studies for large, medium, and small 
organisations in industrial as well as service sectors that explain the benefits of an 
achieving lIP status (lIP UK website). The following benefits are listed: 
• Improved staff motivation 
59 
Chapter Three: Literature Review 
• Improved employees skills 
• Improved organisational performance 
• Higher organisational productivity 
• Higher employee morale 
• Reduced absenteeism 
• Higher levels of organisational commitment 
• Higher levels of job satisfaction 
• Higher levels of customer satisfaction 
• Increased turnover and profits 
These benefits are supported by a wide range of studies both from commercial and 
academic researchers Rix et aI, 1994; Mason, 1995; lIP UK-IIP87, 1996; O'Neill, 1997; 
Down and Smith, 1998; Quayle and Murphy, 1999; Emberson and Winters, 2000; Smith, 
2000; Denn y, 2002; Smith et aI, 2002; Berry and Grieves, 2003; and Michaelis and 
McGuire (2004). Quayle and Murphy (1999) suggested that achieving the culture and 
practice of national standard brings widespread benefits and enhances the impact of 
implementing other business improvement initiatives. 
Despite the widespread acknowledgement of successes, lIP has also had critics, in 
particular when considered from an employer's perspective (Berry and Grieves, 2003). 
These problems and difficulties can be categorised into the following areas: difficulties 
with preparation; bureaucratic procedures; and, more generally, the emphasis on brand 
image rather than substantive practice. 
In terms of preparation, Ram (2000) and Berry and Grieves (2003) show that the 
preparation for lIP is often a 'long journey' that can be both time consuming and 
expensive. In the initial stages, costs are likely to be allocated for training, preparation of 
documentation, and the employment of consultants. Complaints have been made that the 
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latter often relates mainly to advice on how to prepare and provide the necessary 
paperwork and evidence rather than to changing substantive practices. As a requirement 
for lIP organisations need to provide yearly budget for employee training and while this 
may not be so much of a problem for large organisations, smaller enterprises can find the 
up-front costs difficult (Hoque, 2003). As a result Emberson and Winters (2000) identified 
a concern the there was not support-funding available to help smaller companies to 
overcome this initial hurdle. 
A long standing criticism of lIP has been its perceived bureaucracy. The major difficulty 
is claimed to be establishing the formal procedures in moving from commitment to 
recognition. All these procedures are time consuming and place more responsibility onto 
staff who are in charge in implementation of the standard (Ram, 2000; Berry and Grieves, 
2003). More subtly Bell et al (2002a) suggest that the excessively formalized and 
bureaucratic approach can obscure the softer aspects of organizational learning as it 
concentrates on the requirement to provide evidence against goals. 
A final criticism relates to the motivations why organizations seek to gain the Standard. 
Ram's study (2000) suggested that some acquired the standard to meet the demands of the 
clients rather than to see the benefits of training for company performance. 'In some 
organisations the significance of lIP therefore lays in its utility as a marketing device, the 
badge was important for retaining and attracting clients' (P 84). 
This could mean that employers expedited the paperwork necessary to acqUIre and 
maintain the lIP standard, but there was no rigorous enforcement of the actual practices. 
According to Bell et al (2002b, P 1078), 'employees and line managers often suggested 
that managers were engaged in a race to 'collect badges' and 'hunt trophies' for their 
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organizations'; similarly Alker (1999) found that many employees felt that their 
organisation was keen to invest money and time to reach its objective but once the 
standard was achieved, the efforts did not live up to the rhetoric. 
Nevertheless, despite these concerns, lIP appears to have flourished and has been able to 
expand itself beyond only the UK. Investors in People UK has licence agreements in 
over thirty three countries worldwide including Africa, Australasia, Europe, North 
America, and Middle East. In Oman, so far, seven organisations have been recognised as 
fully implementing lIP: Ministry of Commerce and Industry; Ministry of Civil Service; 
The Omani Centre for Investment Promotion and Export Development; Bank Muscat; 
National Hospitality Institute; the British Embassy; and the British Council. The Omani 
Centre for Investment Promotion and Export Development (OCIPED) was the first 
individual organisation to gain the award in the Middle East and North Africa region. The 
Omani government considers lIP as a powerful manpower planning and development tool 
to help to achieve Omanization. 
There appears to be some evidence that it may have value in a non-UK context. Bell et al 
(2004) argue that not only is lIP unusual for having survived more than ten years as a UK 
government led workplace training initiative, it is also remarkable for the way in which it 
has been promoted as a culturally transferable business improvement tool, with the 
standard marketed abroad recently as an employer-led training initiative that enhances 
productivity. On this front they argue that Internationalisation has been driven by two 
emerging demands: first, by multinational companies seeking to accredit their overseas 
operations, having already gained lIP recognition for their UK sites; and secondly, by 
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foreign governmental and training agencies believing that there are economic benefits to 
be gained from the introduction of the Standard. 
However, they also note that the internationalisation of the standard has generated a 
number of dilemmas. First, lIP was established in order to improve the competitiveness of 
UK business through skills development and human resource management; as such, 
promoting the standard abroad could be seen as giving up an important source of national 
competitive advantage. Secondly, the international viability of the standard may be 
jeopardised because of lIP UK's insistence that it must not be adapted to fit specific 
cultural or economic circumstances, as the initiative is regarded as applicable irrespective 
of contextual factors. This is a particularly bold claim and one of the objectives of the 
present research will to be to examine the robustness of this claim in the context of Oman 
which can be regarded as an 'extreme case' as it is culturally and developmentally 
extremely different from the majority of the other countries where lIP has been applied. 
With relation to countries that are closer to cultural similarities there is evidence from 
Kidger et al (2004) that lIP may illustrate a 'convergence' in HR practices as a response to 
tendencies for internationalization. Their study looked at the introduction into The 
Netherlands of the Investors in People (lIP) scheme in 1998 and concluded that the 
standard could be transferred to another country, but that modifications needed to be made 
to aspects of its organisation to take account of national differences. Kidger et al (2004, p 
512) very interestingly conclude that: 
The experience of the introduction of lIP illustrates both the possibility of 
transferring HR practices, and the need for adaptation. The principles 
contained in the lIP standard seem to represent a consensus of good practice 
in HRD that crosses national boundaries. lIP incorporates a rational 
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planning view of organisational strategy, and this may be considered to have 
some national culture overtones. However, this emphasis in itself need not 
be a barrier to the adoption of the standard elsewhere. 
As has been suggested in chapter two, although Oman has adopted a rational planning 
approach to development through its government driven five year plans, these have had 
less impact on national private sector employers where the predominance of small 
organizations suggests that formal rational planning is unlikely to be the normal mode of 
operating. For this reason it is now necessary to examine the national cultural influences 
on management, especially in the Middle East and through Arab culture to clarify this 
situation. 
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National Culture and Management 
Over the past two decades, foreign direct investment in developing countries has risen 
from 23 % in the mid-1980s to 37.2% in 1997. Of the 53,000 multinational corporations 
with 450,000 affiliates operating around the world, a total of 230,696 affiliates are based 
in developing countries (United Nation, 1998). This has raised a debate regarding the 
extent to which management practices and techniques are influenced by unique 
configurations of different cultural and institutional factors, or the extent to which they 
show convergence of a common international pattern, primarily that of the western 
developed economies (Mendonca, 2000). 
Budhwar and Debrah (2001) argue that there is substantial evidence for the need to take 
account of contingency and the various factors that influence HRM practices at national 
level (Easterby-Smith et aI., 1995; Hofstede, 1993; Keesing, 1974; Sparrow, 1995; 
Sparrow and Hiltrop, 1997; and Tayeb, 1995). Drawing on a wide range of sources 
Budhwar and Debrah (2001) identify four factors (national culture, national institutions, 
business environment, and industrial sector) that appear to influence HRM in a 
cross-national context 
Culture has attracted most attention in the literature due to Hofstede's (1991; 1980) work 
in particular. These studies concern cultural differences in more than 50 IBM units 
including those in Arab countries (Egypt, Iraq, Kuwait, Lebanon, Libya, Saudi Arabia, 
and United Arab Emirates). The results of Hofstede's study show that Arab management 
and culture has the following form. Managing Authority - Arab culture is characterised by 
high power distance (PD). In high PD societies, the inequality between social groups is 
regarded as a natural order that tends to enlarge social and economic gaps between those 
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who have power and those who do not; movement between high and low power groups is 
restricted. In terms of organisational relationships, management tends towards being 
autocratic, centralised, hierarchical, and paternalistic. Employees are dependent on top 
management for directions and decisions and expect managers who do not delegate 
responsibility. This is reinforced by a collectivist orientation that emphasises obedience to 
family authority and respect for traditional seniority. Group decision making is normally 
preferred over individual initiative, and there is comparatively weak achievement 
motivation. Organisations tend to be formal and rely on rules and procedures, there is 
strong resistance to change, and low tolerance for risk taking behaviour (Hofstede, 2001). 
Similarly, according to Hickson and Pugh (1995), the traditional authority in Arab 
countries runs from father to eldest son, reflected at a social level in loyalty to the tribal 
Sheikh. This culture heritage, according to the above authors, inclines to a sty Ie of 
organising that has been called a "Bedo-aucract" or "Sheikocracy" (Pp195), a top-down 
authority where members follow conventional goals. Mellahi (2001) also showed that the 
Arab countries have a collective culture where the individual's social and economic status 
depended more on his or her family, tribe affiliation and religion than on individual 
accomplishments. According to him, in this cultural setting, individuals were expected to 
act in the best interest of these affiliations. Thus according to Mellahi (2001, p52): 'this 
situation indicated that Arab managers . . . would be guided by a look for personal 
achievement without neglect traditional values such as helpfulness and forgiveness; 
moreover, the Arab managers put more emphasis on "doing the right thing" instead of 
"doing things right"'. Regarding the conflicts between traditional society and modem 
organisations, Kassem and Habib (1989, P 16) point out: 'Arabia is a traditional society, 
and in spite of the introduction of modem organisations and methods, administrative 
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behaviour is still highly traditional'. There are therefore gaps between the requirements of 
modern western management and existing Arab management in terms of attitudes, 
behaviour and practice; Arab people are proud about their heritage, but are likely to 
experience a society pulled in different directions (Kassem and Habib, 1989). 
The last three decades or so have seen a lively debate among both academics and 
practitioners on the role of national culture in the shape and operation of business 
organisations (Tayeb, 1997). The question of culture and organisation is also relevant 
within the context of transferring management policies and practices across nations 
(Tayeb, 1994). This has relevance to this research as national culture plays an important 
part in analysing HRM and HRD practices in Omani private sector organisations. Aycan 
et al (2007) explicitly discuss the role of culture in human resource management policies 
and practices. They suggest that culture influences some aspects of organizational practice 
more than others. Tayeb (1994) suggested that the 'what' question in HRM might be 
universal (what has to be done, eg, employee selection), but the 'how' question is 
culture-specific (how to do it, e.g. relying on in-group networks vs standardized tests). 
However, regarding the detail of employment practices rather than generalised surveys of 
attitudes and values there is very little known about how, especially in Oman, the 
management of human resources is conducted and this will one of the main gaps that this 
current research seeks to address. 
F or example, until 1970, there was lack of the basic administration in recruitment, training 
and development policies, job descriptions and classifications in any of the Oman sectors. 
The Sultan appointed, promoted, punished, and sacked the heads of the government 
agencies. The selection of employees was based on the loyalty and social conduct rather 
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than on educational qualification (Townsend, 1977; Peterson, 1978; Allen, 1987; Allen 
and Rigsbee, 2000; Owtram, 2004). Since 1970, with HM Sultan Qaboos taking over, a 
new administration has started and developed progressively, and started to make a change 
from tribal traditional administration into a more modem form. AI-Hamadi et aI's (2007) 
research confirms that both HRM and HRD are relatively new phenomena in Oman. 
Evidence from this research suggests that many organizations in both the public and 
private sectors have no HRM departments. Moreover they conclude that most employees, 
even in the public sector, do not have job descriptions or career paths and there is little 
recognition of the importance of linking people management to business objectives. 
However, they recognise that their research is limited in scope and suggest that 'Future 
studies should examine the extent to which national strategies aimed for HRD have made 
any considerable impact. This will not only help to assess the scenario of HR in the 
country but also help the process of self-sufficiency of manpower and guide Oman 
towards a better future' (p.112). It is hoped that the current research will help to meet this 
requirement as by examining the implementation of lIP (which is part of a national 
strategy of HRD to achieve greater Omanization) it will help to provide a more 
comprehensive account of HR practices in Oman and of their future prospects. 
Conclusion 
The issues raised in this chapter can now be summarised in order to clarify with greater 
precision the dimensions of the investigation that needs now to be undertaken to 
understand the nature of human resource practices in the context of Oman. This summary 
will be based on the diagnostic model developed by Goss (1997) although it will be 
adapted and extended to meet the needs of the current study in the context of Oman. The 
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model presented by Goss shows the relationships between the elements of HR practices 
and the ways in which these can be adjusted to meet the contingencies of particular 
situations in terms of integration and resources. This approach is therefore adopted as a 
basis for developing an approach for diagnosis of Omani organizations and it will follow 
the logic of the Goss model but with a different content reflecting the issues raised by the 
literature relevant to this study. 
The first set of issues to emerge from the literature relates to the nature of HRM and 
specifically to the connections with the strategic objectives of the business and with the 
emphasis on performance as a key goal of the use of human resources. From the position 
of the employee this is likely to be an issue that crucially involves Communication, 
because only through this will they be made aware of objectives, and the use of 
Performance Management as a means of translating such strategic goals into the 
behaviours necessary to deliver effective performance (Jackson and Schuler 2007). 
The second set of issues to emerge from the literature relates to the nature of relationships 
within the organization. Here HRM approaches imply the notion of a unitary framework, 
although this is regarded by the present study as being a contingent possibility rather than 
a prescription of necessity. Such relationships will involve Relations with Managers which 
will be concerned with issues such as the exercise of control in terms of the discretion that 
is given to employees to make decisions and to act with innovation, and the extent to 
which relationships are governed by personal interests or by a structured view of 
activities. Also involved in the nature of relationships will be those of Supervision which 
will involve similar issues but at the level of the job rather than the organization. A third 
issue of relationships will be those of Team working, as the literature suggests that this is 
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one of the key ways in which organizations gain flexibility and performance under 
changing conditions and also provides opportunities for employee integration into the 
objectives of the organization. The final issue of relationships concerns Employee 
Relations which in this context are referring to relationships between all organizational 
members in terms of sociability and trust (Goffee and Jones, 1996). 
The third set of issues to emerge from the literature relates to the processes of Human 
Resource Development and the view that these should involve both the specific Training 
necessary to perform in a specific job and also the more general provision of opportunities 
for the Career Development of the individual as a person in a fair and open manner. 
The final set of issues to emerge from the literature relates to the individual responses to 
such policies in terms of their ability to reward and recognise the efforts of employees. At 
the intrinsic level this will involve Job Satisfaction and the extent to which employees feel 
their efforts are given Recognition in terms of appreciation and opportunity, and at the 
extrinsic level in terms of the appreciation of the fairness and appropriateness of the level 
of formal reward (such as payment and salary) and the way it is provided, i.e., whether on 
a collective basis or linked to individual performance. 
Taken together these issues are shown by the literature to represent they key dimensions 
of HRM that appear as potentially relevant to organizations in the Omani context, 
although each element is treated as having a variable level of provision rather than being 
treated as a necessary condition. Thus it is to be expected that this model will provide a 
comprehensive means of assessing the extent to which organizations have adopted a 
position that is close to the formal model of HRM or remain with more ad hoc systems of 
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employment practices. It also has close parallels with the issues that are involved in 
lIP and can therefore also be expected to identify a potential range of differences 
between IIP organizations and those without such provision. However the literature 
review also covered other issues that require to be incorporated into this model, most 
particularly the issue of configuration/fit, and those of other contingent factors of 
organization such as size and sector of operation as factors that may be of influence 
in the nature of the HR practices adopted. This is represented in the model of Figure ( 
3.4) below. 
Figure ( 3.4 ): Key Components of HR Model 
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Here it can be seen that there are eleven key HR components as discussed above (top 
row of boxes) that have the potential to interact together and to be resent at different 
levels of intensity. 
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For clarity of presentation these interactions are shown between groups although it is 
accepted that each element within a specific group box could interact and vary separately 
from other elements within the same box or between specific elements within another box. 
To show all these possible interactions would be potentially confusing (see Goss 1997 for 
a similar model that uses fewer components but becomes a complex representation). 
Taken together these factors will produce the HR profile of particular organizations. 
However, this profile is also likely to be influenced by factors that are not specifically 
concerned with HR such as the size of the organization, the sector within which it operates 
and the sophistication of the organization's management. In the case of the current study, 
a key factor in influencing the sophistication of management could be whether an 
organization has achieved the lIP standard. It is possible that these three non-HR factors 
are also inter-related, as the literature shows that management sophistication appears to 
vary with size and with national culture and also that this may be reflected in sectoral 
differences which require differing levels of management education and exposure to 
management knowledge (as in sectors that are exposed to latest developments in 
international management in contrast to sectors where there is greater insularity and 
reliance on tradition). The nature of the profile resulting from these factors can be seen in 
terms of the level of provision in each of the areas and by the level of configuration/fit, 
i.e., the extent to which the elements appear as positively correlated with each other, the 
stronger and more extensive the nature of such correlations the greater the organization 
would be seen as coming towards the ideal-type model of HRM. 
It is this model that will be used as the basis for the empirical study of this thesis and the 
following chapter explaines how the model is operationalised. 
72 
Chapter Three: Literature Review 
Thus, in this chapter it has been shown that a number of related areas are of potential 
influence in understanding the nature of people management within the context of Oman 
and, specifically, its attempts to increase Omanization through the use of generic strategies 
such as IIP. It was first shown how IIP could be related to developments in HRM and in 
particular its underpinning assumptions in the configuration-fit approach. Second, it was 
demonstrated also to have a similar relationship with HRD: Berry and Grieves (2003) 
concluded that both IIP and strategic HRD seek to organise the planned learning and 
development of individuals and groups in order to exploit business opportunity, growth, 
and development in the future. But in both these respects a number of potential 
difficulties were also identified. These included the underpinning unitarist assumptions of 
the configuration-fit approach, as identified by Marchington and Grugalis (2000) and the 
similar tendency for the strategic HRD approach to regard learning as merely an 
instrumental activity for organizational rather than individual benefit. 
Similarly, the examination ofIIP itself suggested that it could be associated with issues of 
excessive bureaucracy and a need for rationalistic planning and that this could present 
difficulties for smaller organizations where such practices were either not present or posed 
particular difficulties. An examination of the literature of SMEs and HRMID tended to 
confirm this view although it was noted also that this was not an inevitable condition for 
such enterprises. Similarly, an examination of the literature on the effect of national 
culture on management also suggested that in the Arab context, the assumptions of 
instrumental rationalism based on business need rather than social propriety could still be 
problematic, particularly in smaller private companies where traditional values tended to 
remain prevalent. This too was seen to be likely to pose potential difficulties for a formal 
scheme such as lIP. 
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In this respect the literature provides a number of issues that require investigation. 
1. To what extent is there evidence of high level of the configuration-fit for HRMlD 
within Oman, and is this influenced by lIP? This question should give an indication of 
the potential barriers to be overcome in terms of management practices if the scheme 
is to be adopted more widely. 
2. To what extent is there a variation in configuration-fit between smaller and larger 
employers? This question should give an indication of whether particular types of 
organization will be more ready or need more assistance if they are to adopt IIP. 
3. Is there any evidence of benefit to employees in terms of their attitudes and activities 
between organizations with and without lIP? Here the question is intended to provide 
evidence from employees rather than just from managers. 
4. To what extent is there evidence of national cultural assumptions and values that might 
influence the willingness of managers and employees to adopt a system such as IIP? 
This question is intended to address the issue of the extent to which generic policies 
such as lIP can be applied in different cultures from those where they were originally 
designed. 
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Introduction 
This chapter provides the link between the literature review, the background chapters 
and the subsequent chapters 
Research Questions 
Anderson (2004, p 6) states the 'research' is finding out things in a systematic way in 
order to increase knowledge, and 'management research' is finding out things in a 
systematic way in order to increase knowledge about people and processes involved in 
the management of work organisations (Bryman and Bell, 2003). The choice of research 
methodology depends on the research questions, research objectives, and the subject 
under investigation (Yin, 2003). 
It will be recalled from the opening chapter that this study had adopted three broad research 
questions based on the practical problems confronting Omani organizations seeking to 
increase the levels of Omanization. These questions were then given additional focus by the 
issues raised in the literature review. Together the questions for investigation can be now 
stated as follows: 
1. What are the existing HRM / HRD practices of Omani organizations; is there a 
difference between those with and without Investors in People status? 
2. To what extent can any differences associated with possession of the Investors in 
People standard (lIP) be attributed to lIP or other factors? 
3. How can differences in HR practices be explained in terms of existing HR 
frameworks. 
These are questions that can be called empirical rather than theoretical since they derive 
from practical issues and from gaps in the literature rather than from a single body of 
theory that has given specific hypotheses that require to be tested. In arriving at this 
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position and this approach towards the research questions, there are certain philosophical 
issues to be considered in order to justify this position of exploratory research and its 
implications for the research design and methods of data collection employed. This will 
be considered in the following section. 
Research Philosophy and underpinning assumptions 
Saunders et al (2003, p 481) define research methodology as 'The theory of how 
research should be undertaken, including the theoretical and philosophical assumptions 
upon which research is based and the implications of these for the method or methods 
adopted.' They argue that every researcher should identify their research philosophy, the 
research approach that flows from this, and the resulting data collection methods. 
Research philosophy relates to the way the researcher thinks about the development of 
knowledge which affects the way research is conducted. Three broad approaches to 
research philosophy are usually identified: positivism, interpretivism, and realism. 
Positivism is usually seen as the philosophical stance of the natural scientist and it 
implies that the researcher is detached from the subject of the research. Positivist 
researchers emphasise the importance of an objective scientific method (Remenyi et aI, 
1998). They see their role as collection of the facts and then studying the relationship of 
one set of facts to another. Their assumption is that such facts can be translated into 
quantifiable data and subject to objective measurement techniques that provide the basis 
for generalisable conclusions (Anderson, 2004). Bowling (2003, p 126) argues that 
positivism in social science assumes that human behaviour is, ultimately, a reaction to 
external stimuli and that positivists therefore regard 'meanings' and 'interpretation' as 
'epiphenomenal' and not the main focus of scientific examination. The assumption is 
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that as in the world of nature, human action is subject to laws of cause and effect and it 
is the job of the scientist to identify objective regularities in behaviour that indicate the 
existence of causal chains and thereby explain human activity (Keat and Urry, 1975). 
However, this is a view that has been subject to numerous criticisms, mostly on the basis 
that human action involves a level of autonomous consciousness that invalidate purely 
external forms of causal analysis and, secondly, that the notions of 'objectivity' and 
'scientific neutrality' are ideas that have developed only within specific contexts and 
cannot be shown to hold universal applicability. Lincoln and Guba (1985) argue that 
notions such as 'fact' and 'objectivity' are as much values as other forms of language 
and meaning and need to be interpreted rather than to be merely accepted. 
Thus 'interpretivist' researchers are more concerned to access and understand 
individuals' perceptions of the world. This is because they see all social phenomena 
(including 'facts') as a product of human interactions that, because they are the product 
of shared understandings and meanings, are not always predictable or even formally 
rational (Remenyi et aI, 1998). Thus it is misleading to think that human activity is 
merely to be reduced to quantifiable regularities and it is more valid to seek to 'interpret' 
the meaning systems that people and societies construct and use in the conducting of 
their lives. The emphasis should be on meaning rather than measurement. The focus of 
interpretivist research, therefore, is not so much on quantitative 'facts' but on words, 
observations and meanings (Cresswell, 1994). Interpretivists seek to understand reality 
as a subjective construction and to evaluate motives, actions, and intentions in a way that 
is meaningful for research participants. According to Denzin and Lincoln (1994, p 119) 
interpretivists should argue for the uniqueness of human inquiry and question the simple 
naturalistic interpretation of the sciences in favour of the interpretation of 'meaning'. 
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The main difference between the positivist and interpretivist approaches are shown in 
the table ( 4.1 ). 
Table ( 4.1 ): Positivist and Interpretivist Principles 
Positivist Principles Interpretivist Principles 
+Work from scientific principles +Knowledge is constructed by human 
+ Analysis phenomena in terms of beings as they make sense of their 
variables environment. 
+Star with theory and test/refine theory + Analyse phenomena in terms of issues. 
with data. +Researchers cannot be wholly 
+Data should be collected by dispassionate- they are involved and will 
'dispassionate' researchers influence situation to various degree 
+A highly structured research process (often unintentionally). 
should be used. +Flexibility may be required to allow the 
+Theories can be used to predict future emphasis of the research to change as the 
relationships and behaviours. process unfolds. 
+Quantitative data is preferred. +Qualitative data is preferred. 
+The validity and reliability of data are +Generating 'rich' data is as important as 
more for formulating generalisable (or more important than) the ability to 
conclusions generalise. 
Anderson (2004, P 42) 
However, the interpretivist approach has also been criticised for placing too much 
importance on the construction of meaning and for ignoring the influence of external 
forces that have an impact on individuals regardless of how they are interpreted (e.g., 
natural processes such as weather or biological processes such as illness). Such 
approaches that are often referred to as 'realism' prefer to think in terms of things being 
'socially defined' rather than purely socially constructed. From this perspective 
interpretation is an important part of human action and is necessary to explain how 
individuals and groups make sense of their world and also explains why different groups 
can understand similar phenomena in different ways (relativism), but it also accepts that 
what is interpreted can exist independently of individual interpretation and can exercise 
a causal influence on them. For example, a cold virus will cause sneezing regardless of 
whether this is interpreted as a biological infection or the result of witchcraft 
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(Sayer, 1984) although how individuals subsequently react to such an infection will be 
shaped almost wholly by their interpretation of what has happened to them. Thus 
Saunders et al (2003) argue that realism recognises the importance of understanding 
people's socially constructed interpretation and meanings within the context of seeking 
to understand broader social forces, structures or processes that influence the nature of 
people's views and behaviours. 
It can therefore be argued that a realist approach is compatible with both the 
measurement of phenomena and with the interpretation of meanings and that these are in 
fact inter-related processes rather than alternatives. Thus to be able to explain partiCUlar 
forms of human behaviour it is necessary both to objectively observe and accurately 
describe what appears to be happening within the given social context but also to take 
seriously how the individuals involve interpret what is happening to them and how they 
see this subjectively as influencing their actions. Whereas positivism would be 
concerned with only the former and interpretivism only with the latter but realism takes 
both aspects as necessary for appropriate understanding of human actions (Anderson 
2004). 
It therefore is assumed that forces and structures (such as economic pressures and 
resources, social and legal regulations) exist externally to the individual and that they 
exert an influence, but that this is not a simple deterministic causality as there is a place 
for the active human individual who can interpret and respond to external forces in a 
creative and unpredictable way. Thus because of its emphasis on both the objective and 
subjective dimensions of social behaviour this type of approach tends to use a mixture of 
methods and combine different objectives. In terms of the former there is often a 
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combination of qualitative and quantitative methods and in terms of the latter a focus on 
a mixture of exploration, explanation and description. As has been seen above this can 
be contrasted with the positivist approach which tends to place the emphasis on causal 
explanation and usually working in a deductive form (see below) from what are claimed 
to be established 'laws' of scientific knowledge, and also with the interpretivist position 
that in the stronger forms can reject causal explanation in favour of the exploration of 
meanings, including those involved in description. 
In terms of realism exploration, description, and explanation, may be combined but one 
purpose is usually dominant (Babbie, 1998; Newman, 2003; Sekaran, 2000). Table (4.2) 
illustrates the fundamentals of each category of research. 
Table ( 4.2 ): The Types of Research 
I 
Goals of Research I 
I Exploratory 
" 
Descriptive 
II 
Explanatory I 
Become familiar with the basic Provide a detailed, highly Test a theory's prediction or 
facts, setting, and concerns accurate picture principle 
Create a general mental picture Locate new data that contradict Elaborate and enrich a theory's 
of conditions past data explanation 
Formulate and focus questions Create a set of categories or Extend a theory to new issues or 
for future research classify types topics 
Generate new ideas, Clarify a sequence of steps pr Support or refute an explanation 
conjectures, or hypotheses stages or prediction 
Determine the feasibility of Document a causal process or Link issues or topic with a 
conducting research mechanism general principle 
Develop techniques for Report on the background or Determine which of several 
measuring and locating future context of a situation explanations is best 
data 
Newman (2003, p29) 
It is normally assumed that exploratory research involves an inductive approach to the 
generating of knowledge whereas explanatory research normally uses a deductive form. 
Various authors such as Bryman (2001), Neuman (2003), May (2001), and Creswell 
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(2003) have argued that the inductive approach is a 'theory-building' process which 
starts with observation of phenomena, collection of data, analysis and then moving to 
develop theory. They also contend that the purpose of this approach is to obtain an 
understanding of the nature of the problem by a close understanding of the research 
context. In contrast, they point out that the deductive approach is a 'theory-testing' 
process which begins with theory; moves to hypotheses that are derived from the theory; 
and then tests the hypotheses via prediction and observations. Hence the logical ordering 
of induction is the reverse of deduction as it involves moving from the 'plane' of 
observation of the empirical world to the construction of explanations and theories about 
what has been observed (Gill and Johnson, 1997). According to Patton (2002) in the 
inductive approach, understanding the details and specifics of the data is required to 
discover important patterns, themes and interrelationships, it is guided by analytical 
principles rather than rules, it emphasises creativity, and inquiry is mainly oriented 
toward exploration and discovery. He argues that one of the strengths of the inductive 
approach is that it allows for a flexible methodology that accepts alternative 
explanations of what is going on. By contrast, a deductive research method entails the 
development of a conceptual and theoretical structure prior to wider testing usually 
through statistical research (Gill and Johnson, 1997). Table ( 4.3 ) on next page shows a 
summary of the major differences between inductive and deductive approaches. 
82 
Chapter Four: Research Methodology 
Table ( 4.3 ): Major Difference between Inductive and Deductive Approaches 
Deductive emphasises I Inductive emphasises I 
+Scientific principles +Gaining an understanding of the 
+Moving from theory to data meanings humans attach to events 
+The need to explain causal relationships +A close understanding of the research 
between variables context 
+The collection of quantitative data +The collection of qualitative data 
+The application of controls to ensure +A more flexible structure to permit 
validity of data changes of research emphasis as the 
+The operationalisation of concepts to research progresses 
ensure clarity of definition +A realisation that the researcher is part 
+A highly structured approach of the research process 
+Researcher independence of what is +Less concern with the need to generalise 
being researched 
+The necessity to select samples of 
sufficient size in order to generalise 
conclusion 
Saunders et al (2003, P 89) 
However, researchers have argued the induction and deduction are not mutually 
exclusive processes but are part of a research cycle. It is argued that most inductive 
research will be directed by prior theories and knowledge, even if this not formally 
tested (as is accepted in the notion of 'theoretical sensitivity' in grounded theory), and 
that the results can inform the construction of theory-testing designs. Also detective 
research often does not only test pre-given hypotheses but can also 'build' explanations 
from unforeseen patterns in data. Therefore, the two can be regarded as overlapping 
perspectives both of which can be used pragmatically in real- life research. This is 
particularly the case where there is not a firm commitment either to theory-testing 
explanation or to pure interpretation, as is the case with most realist research types. 
As well as allowing for the combination of inductive and deductive approaches, the 
realist approach also encourages, as was stated above, the use of mixed methods of data 
collection. Each approach for collecting data is suited to answering certain types of 
questions but not necessarily appropriate to answering other types. Normally, the 
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researcher can gam the best results from using a combination of qualitative and 
quantitative methods (Thomas, 2003). By combining quantitative; and qualitative 
approaches, usually these two types complement each other and the weaknesses of one 
approach will be compensated by the strengths of the other (Cresswell, 2003; Babbie, 
1998; Sarantakos, 1998). This process of using qualitative and quantitative is referred to 
as a mixed method procedure or multi-strategy research (Neuman, 2003; Cresswell, 
2003; Thomas, 2003; Bryman, 2001) and is recommended by social researchers such as 
Sekaran (2000); Easterby-Smith et al (1997); Saunders et al (2003); Arksey and Knight 
(1999); and Jick (1979). Cresswell (2003, p 208) states that: 'with the development and 
perceived legitimacy of both qualitative and quantitative research in the social and 
human sciences mixed methods research employing the data collection associated with 
both forms of data, is expanding'. 
Cresswell (2003) argues that this type of approach has many of challenges which include 
the need for extensive data collection, the time intensive nature of analysing both text 
and numeric data, and the requirements for the researcher to be familiar with both 
quantitative and qualitative forms of research. 
From the above account it was considered that a realist approach using mixed methods 
would be appropriate for this study. The reasons for this choice can be stated below as 
follows. First, it was thought necessary to reject a purely positivist explanatory and 
theory testing approach on the grounds of the limited knowledge of HR practices in 
Oman in particular and the Middle East in general. It was considered that testing theories 
derived from experiences of western organizations, where the most HR research has 
been conducted, would be to create a risk of poor validity given that it would be 
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unknown whether the assumptions of the theories were operating in a comparable way in 
Oman. Also it would mean the need to concentrate on a restricted range of theories and 
hypotheses that might limit the possibility of exposing unexpected findings that might 
emerge from the Omani context. However, it was not considered desirable to reject 
completely the need for explanation and measurement since one key issue was the role 
of lIP and as this is a formal programme with standardised policies that have to be 
adopted by organizations, it was considered appropriate to try to measure and compare 
its effects in different organizations. However, it was considered that this alone would 
have been narrow and restricted and would have given limited insights both into the 
actual practice of the programme and especially into the problems that might be 
encountered in spreading its application. For this reason it was recognised that the 
element of measurement in the research would need also to be combined with a form of 
interpretation that would enable key respondents to explain in their own terms the effects 
of the programme and their reasons for adopting or not adopting it. 
Thus, because of very limited knowledge of employment practices in Oman this research 
pays considerable attention to provide a thorough and careful description of what is 
happening in relation to HR practices. However, it also pays attention to exploring 
whether there are underlying patterns that can be found in this descriptive data, 
particularly as this relates to employees' and managers' positive and negative reactions 
to different types of practice. Finally, it also seeks to explain some of the factors that 
may bring about their patterns and to identify ways in which they could be changed, 
particularly in relation to lIP. 
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Research design 
Given this priority in the terms of providing an account of descriptive employment 
practices, exploring the various dimensions of these as they relate to issues identified by 
the literature and attempting to explain the patterns that could be found to emerge, the 
research has been designed to collect quantitative and qualitative data using mixed 
methods that will allow the research questions given above to be adequately answered 
(according to the realist assumptions made above). 
1. Use of structured questionnaires to gather data from a large sample of employees to 
identify differences based on lIP/non-lIP, size and sector. Incorporating opportunity 
for respondents to provided written answers to some open questions. The objective 
of this data being to describe patterns and differences amongst Omani organizations 
and to determine if these can be explained by factors such as lIP status, size or 
sector. Collection of additional data relating to employees such as age, nationality 
and gender was also included to determine whether this also had a potential effect. 
Components of the structured questions were designed to cover all key areas of 
HRMID as identified in the model outlined in previous chapter and to allow it to be 
determined to what extent organizations used these in combination, as suggested by 
the configuration-fit model. By targeting employees, these questionnaires were 
designed to collect data on employee's experiences of actual practice, rather than 
relying on the views of managers about what 'ought' to happen, this being one of the 
weaknesses identified in previous accounts of lIP. 
2. Use of detailed semi-structured interviews with a smaller sample of senior managers 
in order to identify key issues of perception and understanding regarding the reasons 
behind the adoption of particular employment practices and the likely barriers to 
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making changes in these practices. In particular these interviews were intended to 
encourage respondents to talk honestly in unrestricted ways about issues that are 
normally the subject of caution as they are frequently part of official scrutiny (in 
relation to Omanization requirements) and were likely to be reported in a 'safe' 
manner if addressed through questionnaires or written forms of questioning. In 
addition this rich and textured form of data was seen as a valuable addition to 
knowledge of employment practices in the Middle East where the most dominant 
form of social science investigation has been the self-administered questionnaire. 
The particular difficulties in using this method in this unfamiliar context are 
discussed below. Initially it was hoped to conduct a sample of interviews with 
employees, but experiences at the pilot stage made it clear that this was not going to 
be practical as employers were reluctant to allow permission for their employees to 
be interviewed, usually stating that they could not spare the time from work. This 
also is discussed further below. 
3. Details of the design of the research instruments and the sample design are given in 
the next section. 
Research Instruments 
As stated above the methods for data collection for this research focused on both 
qualitative and quantitative data. Regarding collection of qualitative data, the researcher 
designed two interview schedules consisting of open-ended questions. Both were similar 
in content but were adapted slightly depending on whether they would be used in 
organizations with or without IIP with the latter having additional questions regarding 
the IIP process itself. The same procedure was adopted for the self-administered 
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questionnaires. Copies of interview schedules and questionnaires are attached m 
appendix ( 1 ). 
The interview schedules and questionnaires were originally written in English and then 
were translated into Arabic by the researcher. The translations were checked by a 
qualified person who has experience in management and administration in Oman. It was 
felt that the translated questionnaires would be easily understood and answered by 
Omani respondents. Later these questionnaires were pre-tested before conducting the 
pilot study. Omani employees had free choice to complete the questionnaires either in 
Arabic or English. 
Interview Schedule Questions 
The first interview schedule was related only to the organisations without Investors in 
People (lIP) status in the Omani private sector. It was divided into five parts. 
1. General information about the organisation (size, sector, history, etc.). 
2. Personal information about the respondent (position, nationality, gender, age, 
education level, etc.) 
3. Respondent views about business strategy, decision-making processes, performance 
and the role ofHRM, including the types of policies adopted. 
4. Respondents views on Omanization policy, the characteristics of Omani and 
expatriate employees, and associated management issues. 
5. Respondent views on labour market changes, including the increasing participation 
of Omani women. 
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For organizations with lIP, additional questions were added to explore: Why lIP had 
been adopted; the issues encountered in its adoption; its perceived impact on HR 
practices and the perceived benefits of the system and any identified problems. 
For both interview schedules a common set of questions were used (with the additions as 
above) but all of which were open-ended. Also a series of prompts were developed in 
case respondents were limited in their initial responses to the questions. The intention 
was to allow respondents to explore the issues raised in their own words and to reflect 
their own experiences but to do this in a structured way that allowed all respondents to 
gives views on a consistent range of subjects. The choices of the subjects covered can be 
seen to reflect the major issues regarding HRMID raised by the model and their open 
ended nature was to allow respondents to reflect their own experiences; prompts were 
also designed to probe for issues relevant in the literature such as configuration fit 
approaches, although these were not described in these technical terms for respondents. 
Methods of recording and analysing this data are discussed below. 
Questionnaires 
Regarding collection of quantitative data, the researcher prepared two questionnaires 
with close-ended questions with the difference being the addition of extra questions for 
organizations with lIP. The first part of both questionnaires consisted of demographic 
questions designed to obtain information about the respondents' type of job, nationality, 
gender, age, education level, etc. The second part consisted of eleven components (each 
consisting of three statements) relating to the key aspects of the HRMID model (see 
page 71 in literature review chapter), see table ( 4.4 ) on page 91. For each sub-section, 
the statements were designed to reflect key issues mentioned in the literature as relevant 
to giving what could be considered good practice in each area. It was intended that 
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responses to these statements could be analysed individually to give dimensions of each 
issue or summated to give an overall measure of the area. It was intended that the sub-
section could also be combined to give an indication of configuration-fit (the higher 
score indicating higher integration of more practices and hence stronger configuration-
fit). But by disaggregating responses it would also be possible to identify areas of 
weakness and gaps in practices both across and within organizations and sectors. In each 
case the statements were designed not to be overlapping. The groups of statements were 
checked for statistical reliability (see below). Initially a large number of statements 
were generated for each component and these were then reduced to three by eliminating 
over lapping statements or re-wording to get coverage. It was considered that these 
statements were a manageable number as more would have made the questionnaire very 
long and risked a poor response rate due to complexity and time. 
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Table ( 4.4): HRM and HRD Themes and the Statements for this Research 
HRMlHRD No. of 
Statements Dimension Question 
Career Development 08 This organisation provides an equal opportunity for 
all employees to advance 
09 Each employee in my department has a career development plan 
10 I am regularly involved in discussion about future 
career development 
Training 11 This organisation has a special budget for training 
12 I got suitable training to perform my job well 
13 The organisation conducts an orientation program for new employees 
Communication 14 I know the business strategy and objectives of my department 
15 This organisation informs frequently in advance 
about issues and changes affecting employees 
16 Manager and employees meet regularly to discuss important issues relating to work 
Relationships 17 I have good relationships with colleagues at work 
18 The relationship between management and 
employees is good 
19 The complaint process used at this organisation is fair and unbiased 
Job Satisfaction 20 I find my job interesting and challenging 
21 I am proud to work for this organisation and intend to continue with it 
22 I feel the working conditions are adequate, clean, 
and well maintained 
Management 23 Management authorizes employees to make decisions 
24 My job responsibilities and duties are clear and 
consistently managed. 
25 Management always encourages employees to 
explore new ideas and thinking creatively 
Pay and Benefits 26 I am satisfied with my monthly salary 
27 The organisation's incentives program is good 
28 Organisational pay and incentives package helps to 
attract and retain employees 
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Continue Table ( 4.4): HRM and HRD Themes and the Statements for this 
Research 
HRMlHRD No. of I 
Dimension Statements Question. 
Performance My department carries out appraisal evaluation at 29 Management least once a year 
30 This organisation always discusses the result of 
appraisal assessment with employees 
31 This organisation encourages open feedback about job performance 
Recognition 32 This organisation encourages promotion based on performance and productivity 
33 Employees are recognised for significant 
achievements 
34 Employees receive a reward when he/she comes up 
with new and better ways of doing things 
Supervisors 35 My Supervisor always encourages me to ask questions about the work 
36 My Supervisor lets me plan my own way of 
working 
37 My supervisor provides adequate support for me to do my job. 
Teamwork 38 This organisation provides adequate resources and facilities for effective team working 
39 My department regularly gets together to discuss how well the department is working 
40 Teamwork is appreciated in the organisation 
I 
For organizations with lIP status there was included an additional four questions to get 
the views of the respondents about the extent to which lIP had helped to improve their 
job performance, participation and involvement, appraisal assessment, and training and 
development. 
The statement questions used a Likert rating scale indicating levels of agreement or 
disagreement with the statements. The scales contained four points in order to force 
respondents to express a view about each statement. The even number of points was 
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used for this survey due to a tendency by Arabic respondents to prefer a neutral answer 
rather than making a positive or negative answer. 
In addition to the above questionnaires the researcher prepared a questionnaire with 
close-ended questions for Omani woman employed in the organisations with and 
without lIP. This questionnaire was designed to collect information about Omani 
women's attitudes towards employment. This was regarded as an important goal of 
Omanization (to increase female participation) and if was felt to be an appropriate issue 
for a separate sub-study to support data from the main investigation. I t was also 
considered that in consideration of the sensitivity of this issue for some male 
respondents, it would have been a risk to response rate to have included such questions 
on the main questionnaire. A copy of the questionnaire is attached in appendix ( 1 ). This 
shorter questionnaire focused on closed questions relating to work attitudes and labour 
market experiences. 
Sample Population and Sample Size 
Sarantakos (1998, p 468) defines 'sample' as a group of units chosen to be included in a 
study and 'sampling' as a method of choosing sample. Newman (2003, p 210) argues 
that the qualitative and quantitative researchers approach sampling differently. 
'Quantitative researchers' primary goal is to get a representative sample, or a small 
collection of units or case from a much larger collection or population, such that the 
researcher can study the smaller group and produce accurate generalizations about the 
large group. Researchers focus on the specific technique that will yield highly 
representative samples. 'Qualitative researchers' focus less on a sample's 
representativeness or on detailed techniques for drawing a probability sample, but on 
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how the sample can illustrate social processes. The primary purpose of sampling is to 
collect specific cases, which can clarify and deepen understanding. Qualitative 
researchers' concern is to find cases that will enhance what the researcher learns about 
processes. Given the mixed method approach of this study with the emphasis on 
description and exploration, the latter approach to sampling was dominant, although 
attempts were also made to ensure a large enough sample of employees to make 
explanatory comparisons viable. Mason (1996, p93-4) has explained the nature of the 
link between sampling and theory as: 
theoretical sampling means selecting groups or categories to study on the 
basis of their relevance to your research questions, your theoretical 
position ... and most importantly the explanation or account which you are 
developing. Theoretical sampling is concerned with constructing a sample ... 
which is meaningful theoretically, because it builds in certain characteristics 
or criteria which help to develop and test your theory and explanation. 
In general, sample size and the technique used are influenced by the availability of 
resource in particular financial support and time available to select the sample, to collect 
data, enter data in to a computer, and analyse the data. Following this logic the current 
study aimed for a sample that would allow the exploration of the role of organisations 
with and without IIP with the constraints of a PhD programme. 
The sampling strategy for this study was determined by the theoretical need to be able to 
compare experiences from organisations with Investors in People (IIP) and without IIP 
in terms of the impact of managerial approaches to HRM and HRD. It was determined 
that there were 7 organisations in Oman that had achieved IIP status, however, of these 3 
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were in the public sector. Although it had originally been intended to restrict the study to 
the private sector, it was decided to include as many public sector lIP organisations as 
possible in order to maximise the response on this factor and to examine the results for 
indications of differences between the public and private organisations. In total all 7 lIP 
organisations were approached and agreed to participate. Significantly, none of the lIP 
organisations were in the manufacturing sector. For the sample of non-lIP organisations, 
5 service organisations were selected and, in order to reflect its greater importance and 
size diversity, 27 manufacturing organisations were selected. The large number of 
manufacturing organisations was also intended to allow issues about the apparent 
reluctance to adopt lIP to be fully explored, especially though the interviews. 
The resulting purposive sample gave a full coverage of lIP organizations and a spread of 
non-lIP organisations, across different sectors and, across a range of size bands, roughly 
reflecting differences in the overall Omani economy. The researcher conducted 
interviews at each participating company, a total of 42 managers (owners/director 
managers), tape-recording the interviews in all cases except three who did not wish to be 
recorded. The interviews lasted between 40 and 60 minutes. In addition, 6 short 
interviews were conducted with personnel directors from a range of companies, 3 of 
which were recorded. The researcher completed a full record of the interview soon after 
it occurred. 
The sample was also able to produce a large sample for employee questionnaires, 1,020 
in total, and it can be seen from Table ( 4.5 ) on next page that for each of the sector 
groupings and for each size band, this produced a useable sample size to enable 
comparisons to be made. Although this sample cannot be regarded as statistically 
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Organisation without lIP Status in Private Sectors Organisation with lIP Status in Private and Public Sectors 
Organisational Private Manufacturing 
Size Sector Private Service Sector Private Service Sector Public Service Sector 
No.ofOrg. No. of Ques. No.ofOrg. No. of Ques. No. of Org. No. of Ques. No. of Org. No. of Ques. 
Small * 4 27 2 8 2 39 0 0 
Medium * 16 261 0 0 0 0 1 17 
Large * 7 245 3 136 1 151 2 136 
Total 27 533 5 144 3 190 3 153 
Total number of the completed questionnaires = 533 + 144 + 190 + 153 = 1,020 
Small organisation*: 1 - 50 Employees 
Medium organisation*: 51- 250 employees 
Large organisation*: 251 and more employees 
No. of Org. = Number of organisation 
I 
No. of Ques.= Number of Questionnaire completed 
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representative in terms of being randomly generated, its overall size, particularly in 
relation to manufacturing sector (33,000 workers in total), and the comparatively small 
size of the Omani workforce, does mean that it is likely to give a serious insight into the 
nature of employment relationships. 
Table (4.6) shows the numbers and types of organisation, and the number of respondents 
among each type. Broadly 52.2% of the respondents were employed in manufacturing 
and 47.8% in the service sector. This distribution of the respondents among the two 
sectors will provide adequate and reasonable picture about the HRM and HRD practices 
in both sectors in Oman. 
T hI (4 6 ) Th N h dT fC dth R d t N b a e . e urn ers an .ypes 0 ases an e espon en s urn er . . 
Cases Respondents II 
Type N N 0/0 
SMEs manufacturing without lIP in private sector 20 288 28.2 
Large manufacturing without lIP in private sector 7 245 24.0 
Service organisation without lIP in private sector 5 145 14.2 
Service organisation with lIP in private sector 3 190 18.6 
Service organisation with lIP in public sector 3 152 14.9 
Total 38 1020 100 
Data Collection Issues 
Interviews 
The researcher collected data during the period January-April 2006. Qualitative 
semi-structured interviews were used to gain data from owner directors/managers. It was 
used in order to encourage discussion as it is un-standardised, less formal and more 
interactive (Sayer, 1992). The major strengths of this method are flexibility, reduction of 
interviewer bias, and a focus on context (Zikmund, 2000; Patton, 2002; Bryman and 
Bell, 2003). According to Thomas (2003) interviews are more efficient for collecting 
information about people's experiences, personal backgrounds, and opinions. It is 
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characterised by: helps to obtain complete and precise information, clarifies doubts and 
allows the repeating, the order of questions may be varied depending on the flow of the 
conversation, provides an explanation of what is happening in the case, and rephrases 
the questions. The scheduled questions give the interviews a certain uniformity of 
structure, which saves time at the analysis stage. On the other hand, it has the following 
disadvantage: takes a lot of effort, expensive in terms of time and travel costs, cancel the 
interview, and require interviewing skills (Robson, 1993; Zikmund, 2000; Thomas, 
2003). 
The researcher obtained industrial data from the Ministry of Commerce and Industry, 
Sultanate of Oman which provided the number of Omani employees, non-Omani 
employees and total employees in various organizations in Oman. Based on the data, 
the researcher short-listed 27 manufacturing organizations in Oman for interviews. A 
colleague of the researcher in the Omani Centre for Investment Promotion and Export 
Development in Oman sent letters to the identified organizations along with a copy of 
the questionnaire and interview questions. The researcher called from UK all those 
officials to whom the letter had been sent seeking an interview. Later during the 
researcher's visit to Oman, he again called all the identified officials to arrange a 
convenient date and time for an interview lasting about one hour. The interviews were 
conducted in the interviewee's office. All the interviews were in English except in the 
case of public organizations where it was in Arabic. The Arabic data were translated by 
the researcher himself. The interviews were recorded on a tape which was later 
transcripted by the researcher. 
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The steps used by the researcher in analysing the qualitative data were as follows: firstly, 
the tape recordings were transcribed. Based on the transcript, each sentence or paragraph 
was analysed, categorised, and summarized, and key points were coded according to the 
themes and issues suggested by the model. These broad themes were then arranged to 
enable comparisons to be made within and between organizations on these broad issues. 
This was to allow it to be seen whether organizations combined policies in the same 
ways and to examine the reasons for doing this. As part of this process the broad themes 
were also broken down into smaller units to identify the detailed approaches to policy 
issues and where these might differ in detail between respondents. Finally the data was 
examined to try to identify any issues that had not been identified in the initial model 
and literature search and that might prove relevant in explaining resulting patterns. The 
principal purpose of the analysis was to provide data from respondents that would 
provide accounts of their reasons for undertaking or not undertaking particular policies 
and to allow for comparisons to be made with the results of the quantitative data on the 
key HR issues in order to identify and understand any differences with employee 
responses or to provide reasons for patterns in the quantitative data. Records were kept 
in the form of tables to show the themes covered in each interview and to document the 
number of quotes used from each respondent on each theme in order to give an 
indication of the reliability and validity of the process. See table ( 4.7 ) in appendix 
number 2 on page 293. 
This process is regarded as generally following the practices of qualitative data analysis 
as an iterative process for data reduction (Miles and Huberman, 1994; Anderson, 2004). 
It involved the classification and coding of the raw data into conceptual categories to 
create themes or concepts guided by the research questions (Neuman, 2003; Miles and 
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Huberman, 1994) in order to reduce a large amount of data into a smaller number of 
analytic units with greater focus (Miles and Huberman, 1994). This helps to emerge with 
a well grounded sense of local reality where the focus is on an individual respondent but 
also to see processes and outcomes across many cases, to understand how they are 
qualified by local conditions, and thus to develop more sophisticated description and 
more powerful explanations (Miles and Huberman, 1994; Wengraf, 2001). 
Questionnaires 
The questionnaires were administrated in the organisations of the interviewed managers. 
After finishing the interview, the researcher handed over a number of questionnaires in 
English and Arabic. The number was defined according to the size of the organisation 
and the realistic chance of a good return. The interviewees distributed the questionnaires 
among the Omani and expatriate employees at different levels in their organisation in 
proportion to the size of each group. Each respondent got the choice of a questionnaire 
either in English or Arabic with a covering letter of explanation from the researcher. The 
researcher coordinated with the personnel director to collect the completed 
questionnaires later. Although this gave control over distribution to the company it was 
considered the only practical option as companies were sensitive about allowing 
independent access to their employees. This could have introduced bias but it was the 
only practical option in this culture. 
Some reassurance comes from the fact, that the authorities did not seem to remove those 
parts of the questionnaire that were critical of HRMID, and Omanization practices 
adopted in their organisation. In total 35 returned questionnaires were excluded because 
they were incorrectly completed. 
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On returned the data was transferred into SPSS for the purposes of analysis; the 
open-ended question responses were transcribed and subjected to similar analysis 
techniques as used for the interviews although of a more limited form as they were 
generally briefer and tended to deal only with single issues. As the main concern of this 
study was exploratory and explanatory, a combination of descriptive and inferential 
statistics was used to analyse the distribution of practices within and between 
organizations. Initially the data was screened to determine whether it was appropriate for 
a range of statistical techniques. The following tests were undertaken. 
Reliability Analysis 
Each component of the model was assessed for reliability using Cronbach's alpha; in 
addition the whole model was also assessed in this way (this applies only of course to 
the 'statement' sections of the questionnaire). The results are given below. 
Table ( 4.7 ):Reliability nalysls - ron ac s lp, a oe IClen A I· C b h' Al h C ffi· t 
I HR Practices ~ Alpha I I II Statements Themes I 
Career Development 8 -10 0.786 
Training 11 - 13 0.762 
Communication 14 -16 0.735 
Relationships 17 -19 0.626 
Job Satisfaction 20-22 0.795 
Management 23 -25 0.773 
Pay and Benefits 26-28 0.837 
Performance Management 29- 31 0.810 
Rewards and Recognition 32-34 0.852 
Supervisors 35 -37 0.796 
Teamwork 38 -40 0.788 
All 0.947 
From the above it can be seen that all items with the partial exception of 17-19 exceed 
the level of 0.7 recommended by Pallant (2005) as the ideal level for acceptance. Even 
17-19 is considered acceptable as for short scales (less than 10 items) a value of 0.5 is 
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common (the scales above, with the exception of all, had only three items and so can be 
considered strong in terms of reliability). 
Normality, Linearity and Out-Iiers 
Tests for normality, linearity and outliers were conducted usmg histograms with 
imposed normal curve, stem and leaf plots, box plots and normal and detrended Q_Q 
plots, Kolmogorov-Smirnov test, and examination of 5 % Trimmed Mean (as suggested 
by Pallant , 2005). These suggested that the data was suitable for the application of 
parametric statistical tests. Full details of these tests are given in the discussion of results 
in Chapter Five. 
On this basis it was decided to undertake a variety of statistical procedures to explore for 
patterns in the data. These tests included independent sample t-tests (mostly to identify 
differences between lIP and non-lIP organizations. This test examines for differences in 
the mean scores on variables for two independent sub-sets of a sample. This was 
supplemented by the calculation of the eta squared statistic that allows the size of an 
identified effect to be assessed. Also used was the Pearson correlation coefficient which 
examines for positive or negative associations between variable scores for a number of 
variables. Multivariate analysis of variance (MANOVA) was used to assess for the any 
effects of lIP in terms of a number of dependent variables (the model components), and 
Principal Components Analysis was used to determine whether the components of the 
model could be seen as loading on a smaller number of factors. 
In addition to parametric statistics, non-parametric techniques were also used to give a 
better descriptive analysis of the data in order to link it with the qualitative data from 
interviews. Here the main tool was to use cross-tabulations with, where appropriate, the 
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use of chi square tests to indicate significant differences. Limited use was also made of 
graphical techniques to represent patterns in the data. In handling the data file on SPSS, 
use was made of the capacity to split the file to compare different groups and to select 
out particular cases to enable the remainder to be analysed separately. In addition, scale 
variables were transformed into categorical variables to enable these to be used in 
cross-tabulati ons 
Pilot Study 
Bryman (2001) argues that it is always desirable to conduct a small pilot study before 
administering questionnaires or interview schedules; Creswell (2003, P 15 8) also states 
that: 'pilot testing' is important to establish the content validity of instrument and to 
improve questions, format, and the scales. For this research, the researcher carried out a 
pre-test and a pilot study. To make sure that respondents would have no problems in 
answering the interview questions, the interview schedule questions and questionnaires 
were distributed bye-mail in October 2005 to an adviser, a general manager, and a 
personnel director in Oman, followed by telephone conversations. The researcher took 
their comments and suggestions into consideration and accordingly slightly modified the 
questionnaires. Some of these modifications were related to the translation of the words 
used in the questionnaires. 
This was followed by a pilot study. The modified interview schedule questions and 
questionnaires were sent bye-mail to six Omani organisations covering small, medium, 
and large organisations with and without lIP status in service and manufacturing sectors. 
The researcher had arranged with a colleague in Oman to distribute the hard copies of 
the interview schedule questions and questionnaires, administer these and follow up with 
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the organisations. One out of six organisations refused to participate but the rest stated 
that the interview schedule questions were clear and could be answered without any 
difficulty and the interview might take about 45 minutes. Additionally, 38 respondents 
from these organisations completed the two types of questionnaires in English and 
Arabic. Table ( 4.8 ) illustrates the respondents among organisations. It made clear that 
the instructions and guideline for each organisation were helpful. 
Table ( 4.8 J: Pilot Study - Oreanisations Respond to the Em~loyee Questionnaires 
Organisations 
Questionnaires Service Sector nufacturing Sector Total 
Small Medium Large Medium Large 
Employee questionnaire (English) for 4 5 9 organisation without lIP 
Employee questionnaire (Arabic) for 5 5 organisation without lIP 
Employee questionnaire (English) for 5 5 4 14 
organisation with lIP 
Employee questionnaire (Arabic) for 5 5 10 
organisation with lIP 
Total 10 5 9 9 5 38 
The researcher also conducted a pre-test for the questionnaire for Omani woman in an 
organisation with and without lIP. The pilot study covered 21 respondents in five 
organisations as are shown in table ( 4.9 ). The respondents stated that the questionnaire 
was clear and could be answered without any difficulties and took about 15 minutes to 
complete. Respondents from these organisations completed the two types of 
questionnaires in English and Arabic. 
Table ( 4.9}: Pilot Study - omen s ues IOnnalres 
Organisations I Questionnaire I 
liP / Non liP Small Medium Laree I Arabic II English I 
W 'Q f 
Service organisation with lIP in private sector 1 1 
Public organisation with lIP 1 5 3 
Manufacturin~ without lIP 1 1 
Manufacturing without lIP 1 2 
Service organisation without lIP 1 4 5 
Total 1 1 3 13 8 
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Reliability and Validity 
Validity and Reliability are basic criteria for research and are defined by Newman 
(2003) as follows: 'validity' is a term meaning truth that can be applied to logical 
tightness of experimental design, the ability to generalize findings outside a study, the 
quality of measurement, and the proper use of procedures (p547). 'Reliability' is the 
dependability or consistency of the measure of a variable (p543). 
Validity of the interviews was attempted to be assessed both through the linking of 
topics to issues identified in the research model, complete with prompts to ensure full 
and detailed coverage of each issue and the opportunity for respondents to express 
themselves fully. It was also considered to be helped by the fact that the researcher had 
been in contact directly or indirectly with most of the respondents though his previous 
employment and had established relationships of trust. Whilst this could be regarded as a 
source of potential bias, the content of the interviews makes clear that respondents were 
not inhibited in making critical comments or identifying weaknesses or problems, a 
result that is in contrast to the difficulties often encountered with this type of technique 
in Arab cultures. At the level of the analysis of the qualitative data, the careful coding of 
all the interviews and the tabular representation of these and the quotations used in the 
analysis allows readers to identify the distribution of patterns and to verify whether 
quotations have been used in a selective manner. Similarly, the inclusion of large 
sections of verbatim quotation allows the reader also to form their own judgement on the 
validity of the interpretation that is offered by the researcher. For reliability, the main 
insurance was the use of a standard range of open questions and prompts for all 
respondents. These could be repeated by subsequent researchers and results compared 
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with those from the present study although of course they would be related in content to 
context and would not be expected to be exactly similar in the detail of replies. 
For the questionnaires, validity was established through the analysis of statement groups 
against literature themes and for internal consistency. This may be somewhat limited as 
it was regarded as a matter of judgement rather than a specific systematic method. It 
could be suggested that if the time and resources had allowed, the statement items could 
have been tested by an independent assessor to see whether similar statements were 
selected to verify the theme of interest. This would be an improvement for future 
research on this basis. Reliability was tested for each group of statements using the 
Cronbach alpha test, see above. 
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Introduction 
This chapter uses the model of HR practices outlined in the literature review and 
operationalised as described in the previous methodology chapter to examine the 
differences in the experiences of employees in the sampled organizations. It is assumed 
that the responses given by the respondents in relation to their positive or negative 
orientation towards HR practices (as responses to the statements requiring them to state 
agreement or disagreement with practices within their organization) can be regarded as a 
reflection of their experiences of such practices (given the large sample size and large 
numbers for all sub-groups to be investigated) and thus represent a valuable insight into 
employment practices in Oman. The current chapter focuses on a statistical analysis to 
examine differences between primarily lIP and non-lIP organizations although the final 
section of the chapter examines other variables of interest such as gender, nationality 
and size. This is followed by the next chapter which extends this analysis but examines 
the main components of the HR model in more detail using descriptive statistics and the 
qualitative comments from the questionnaires and the interviews conducted with senior 
managers. The final chapter of data analysis examines the reasons why lIP appears to 
make a difference to experiences of HR practices by examining the responses of 
managers in lIP companies in the private sector and their explanations for the means of 
its operation. This analysis is also linked to the issue of organizational culture. The 
issues raised by these three chapters of results are then taken up and examined further 
for implications in the Conclusions chapter. 
Identification and Examination of Key Variables 
To examine the possible relationships between the components of the HR model, a 
number of statistical tests were performed to identify the potentially most powerful 
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independent variables that influenced experiences of HR practices and, having done this, 
to determine the extent to which there was evidence of differences in integration and fit 
between components of the model. 
The data was first analysed to determine its robustness for the use of statistical tests of 
various sorts. Although it has been stated by some statisticians that issues of normality 
are less important in large samples (greater than 300), the data was nevertheless scanned 
to identify any particular problems with the normality of distributions and potential 
outliers. Using the eleven variables of the model as dependent variables and lIP status, 
ethnicity, gender, sector and size as potential independent variables, the data was 
explored using visual graphical methods (histograms with imposed normal curve, stem 
and leaf plots, box plots and normal and detrended Q-Q plots) (Patton, 2005). Samples 
of the resulting outputs are given in the appendix ( 3 ). The results suggested that these 
variables were within acceptable limits for the statistical tests proposed. Additional tests 
related to specific techniques are outlined in the relevant discussions below. 
Normality was tested for by using 'with lIP' and 'without lIP' as the principal factors so 
that the distribution of scores for each condition could be examined (as suggested by 
Pallent, 2005). Although the Kolmogorov-Smimov results were significant (suggesting a 
possible deviation from normality), this is quite common in larger samples according to 
Pallant (2005) and the results are better assessed using visual inspection of graphs such 
as Normal Q-Q plots which show each value plotted against the expected value for a 
normal distribution: 'A reasonably straight line suggests a normal distribution' (ibid, p 
58). The Q-Q plots for each component of the model and for the 'total' HR score are 
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given in appendix ( 3 ) and it can be seen from these that straight line plots are achieved 
in all cases. 
Examination of box plots showed no 'extreme outliers' and a limited number of lesser 
outliers. The potential effect of these outliers was assessed by comparing the mean for 
each component with the 5% Trimmed Mean (as suggested by Pallant, 2005), rounded to 
one decimal place. As can be seen from Table ( 5.1 ) the results in each case are very 
similar and, following Pallant (ibid) it is decided to be safe to allow them to remain in 
the data-set. 
Table (5.1 ): Mean and Trimmed Mean of the HR Elements 
HRElements Non lIP Non lIP lIP Mean lIP 5%) TM Mean 5% TM 
Career Development 7.9 7.9 9.0 9.1 
Training 7.9 8.0 9.5 9.7 
Communication 8.5 8.6 9.5 9.6 
Relationships 9.1 9.2 9.8 9.9 
Job Satisfaction 9.2 9.3 10.0 10.1 
Management 8.2 8.3 9.2 9.2 
Pay and Benefits 7.2 7.3 8.2 8.3 
Performance Management 7.7 7.7 9.1 9.1 
Recognition 7.7 7.8 8.3 8.3 
Supervisors 8.5 8.6 9.4 9.5 
Teamwork 8.4 8.5 9.3 9.4 
Total 90.1 90.4 103.3 104.1 
Analysis of the whole sample for the normality of Total HR score showed mean of 90.1 for both 
the Mean and 5 % Trimmed mean and a straight line Q-Q plot. 
To undertake an initial investigation of the potential effect of different potential 
independent variables, the components of the model were separately and in combined 
form subjected to independent sample t-testing. The initial analysis was undertaken 
using the possible independent variables stated above (lIP status, ethnicity, gender, 
sector and size) and the dependent variable in the form of the total score for HR 
practices combined (i.e., the sum of scores on each of the eleven individual 
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components). The latter had a possible scale value ranging from a minimum of 33 
(strongly negative experience of HR practices) to a maximum of 132 (strongly positive 
experience of HR practices). Using the Total HR variable was intended as a convenient 
way to identify the existence of differences in relation to possible independent variables 
and their relative strength, therefore to allow a decision on which should be worthy for 
further investigation and table ( 5.2 ) shows the results. 
Table (5.2 ): Independent Variable - liP Status, Gender, Nationality, and Job 
P Of Ddt V ° bl Ttl HR OSI IOn; epen en arIa e= oa 
IV 
II Mean I 
SD N t-test Sig. I Eta sq. I Effect 
Without lIP 90.5 18.7 543 
-9.15 0.000 0.09 Moderate-large 
With lIP 103.0 18.9 289 
Male 93.6 19.7 654 
-3.67 0.000 0.01 Small 
Female 100.0 19.0 159 
Omani 92.4 20.9 538 -5.42 0.000 0.03 Small 
Expatriate 99.5 16.0 289 
Manager 100.6 17.5 227 4.87 0.000 0.02 Small 
Employee 93.2 19.9 567 
For all following tests eta squared was calculated manually accordmg to the formula: 
Eta sq = t2 / e + (N! +N2 - 2), (Patton, 2005, p 208). 
From the above table it can be seen that there are a number of possible independent 
variables that appear to have an impact on respondents' experiences of HR practices. 
However, when the value of eta squared is considered it is apparent that only the lIP 
status variable appears to be close to exerting a strong effect on HR practices (0.14 
regarded as the threshold for a strong response). The other potential independent 
variables with weak effect will to be considered briefly now and then in more detail 
below. 
111 
Chapter Five: Statistical Analysis of Differences between liP and Non-liP Organizations 
Table ( 5.3 ): Independent Variable - Sector and Size - and HR Practice; 
Ddt V . bl T I epen en aria e= ota HR 
IV IMeanl~ N t-test I Sig. II Eta sq. II Effect I 
Manufacturing 90.0 19.3 428 -2.38 0.018 0.01 
Service (not lIP) 93.8 15.9 115 Small 
SME (not lIP) 90.2 19.0 245 -0.42 0.67 0.000 
Large (not lIP) 90.1 18.5 298 None 
SME (lIP) 106.7 15.1 49 1.73 0.087 0.01 
Large (lIP) 102.3 19.5 240 Small 
SME (all) 92.9 19.4 294 
-2.14 0.032 0.005 v. Large (all) 95.9 19.8 538 small 
In terms of sector and size effects, table ( 5.3 ) above appears to suggest that there is 
limited influence. The results for the difference between manufacturing and services 
(both without lIP) is important because it suggests that, as companies with lIP were all 
in the service sector, the difference in experiences of HR practices are at best only very 
weakly related to sector effects. Nor were there any differences relating to size for the 
non-lIP companies and, again, only very weak effects for size across the whole sample 
and for companies with lIP. 
However, a final issue to explore is that relating to private and public sectors. It can be 
seen from the results above that there appeared to be little differences in terms of size 
effects. However one factor that may have been concealed in the overall results may 
have been the inclusion of two public sector government organizations in the lIP group. 
In fact when the detailed sectors were compared it could be seen that the profile of the 
largest of these organizations in terms of total HR scores appeared to be inconsistent 
with the other lIP companies as shown in Figure ( 5.1 ) below. 
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Figure ( 5.1 ):Mean of Total HR Practices among Sector and Size of the Cases 
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Sector and Size of the Cases 
1 = Small Manufacturing; 2= Medium Manufacturing; 3= Large Manufacturing; 4= Small 
Service without lIP in Private Sector; 5= Large Service without lIP in Private Sector; 6= Small 
Service with lIP in Private Sector; 7= Large Service with lIP in Private Sector; 8= Medium 
Public with lIP; 9= Large Public with lIP 
Further t-tests showed that these public sector responses were significantly different 
from the other lIP responses and even lower, but not significantly so, than the non-lIP 
companies. The t-test result between the private sector lIP group and the public sector 
IIP group was 13.54, significant at .000 level and that between the latter and the non-lIP 
group was 1.79 (non-significant), with means of 111.7 for the lIP, 86.9 for the 
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liP-public sector, and 90.5 for the non-lIP. Although the second public sector 
organization showed more consistent results with the other lIP groups, it only contained 
17 respondents and must therefore be treated with caution. 
On this basis it was decided to run two sets of analyses, the first with all lIP 
organizations included but the second with the two public sector organizations removed. 
It can be revealed at this point that this removal did not change the pattern of the overall 
results but it did show a strengthened effect of lIP for the private sector. The first overall 
results will be reported in detail and the second re-running will be given in a more 
summarised form. 
Thus it seems that noting the qualification above the results of the t-tests suggest that in 
terms of the impact on experiences of HR practices, the most important factor is whether 
an organization has lIP status and that the possession of this standard has a positive 
influence on experiences ofHR practices. 
The results for differences related to variables other than lIP will be discussed further 
below, but the next stage of the analysis is to look in greater detail at the way in which 
liP and non-lIP firms may differ in relation to specific HR policies in order to identify 
more precisely in what ways lIP adds to the HR practice experiences of respondents. 
Table ( 5.4 ) below shows the t-test scores and eta squared results for each of the 
components of the model against the lIP independent variable. All results were 
significant at the 0.000 level and all showed that lIP respondents were more positive in 
their evaluations than non-lIP respondents. 
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Table ( 5.4 ): t-test Score and Eta squared for HR Components among lIP Status; 
DV=Total HR 
Component t-test score Eta squared Effect 
Moderate/weak 
Weak/moderate 
Moderate 
Rank 
7= 
10 
5 
6 
2 
11 
Moderate/weak 9 
Moderate/weak 7= 
Here it can be seen that that three components that seem to have the most clearly 
identifiable effect on the differences between lIP and non-lIP respondents are Training 
(rank 1), Performance management (2) and Career Development (3), these being the 
results that eta squared results suggest are at or above a Moderate effect level. 
This pattern was confirmed by the use of Multivariate analysis (MANOY A). The eta 
squared results revealed that the same three variables had a moderate/strong effect: 
Training; Performance Management; and Career Development 
Box's Test was significant (suggesting a possible violation of homogeneity of 
variance/covariance matrices), but this was discounted following Tabachnick and Fidell 
(1996) who argue that this test is often too strict for larger samples. In fact Levene ' s 
Test of Equality of Error Yariances showed only one significant component and equal 
variances were therefore assumed (Pallant, 2005). Wilkes ' Lambada results showed that 
there was a significant difference on all components between lIP and non-lIP 
companies. Tests of between-subject effects showed significance at the .000 level on all 
components. F scores and eta squared results are shown in table ( 5.5 ) below. 
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Table ( 5.5 ): F score and Eta squared for HR Components 
HR Components F score Eta squared 
Career Development 71.9 0.8 Moderate/strong 
Training 95.8 0.1 Strong 
Communication 60.2 0.06 Moderate 
Relationships 35.2 0.04 Moderate/Weak 
Job Satisfaction 29.1 0.03 Weak / Moderate 
Management 53.4 0.06 Moderate 
Pay and Benefits 52.3 0.059 Moderate 
Performance Management 86.9 0.095 Strong 
Recognition 28.0 0.03 Weak / Moderate 
Supervisors 47.4 0.054 Moderate 
Teamwork 51.6 0.059 Moderate 
Here it can be seen that three components have effects in the high-moderate and strong 
level and that they are the same three factors identified by the t-tests, although their 
difference from the other factors is more clearly demonstrated here. Analysis of the 
mean scores on each component confirmed that lIP companies scored higher than 
non-lIP companies in all cases. 
From the perspective of the application of lIP this can be regarded as a reassuring result 
as it confirms that most of the difference between lIP companies and non-lIP companies 
is accounted for by the three components that are central to the lIP process, that is to say 
the provision of training, the emphasis on human resource development through career 
development and the use of performance management techniques to link individual 
performance and organizational objectives (see chapter three above). 
It can be therefore be plausibly argued that the other components of the model although 
having less of an effect were all significantly different in a positive direction for lIP 
companies, and that this is likely to be a reflection of the greater attention that the 
Standard requires to be given to all aspects of HR practice. In fact, these other aspects 
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could be regarded as the supporting mechanisms that maintain the core focus on 
training, development and performance. 
In many respects, therefore it would seem that lIP appears to encourage the adoption of 
a 'best fit' configuration approach as was discussed in the literature chapter whereby HR 
policies are configured in an integrated way around the strategic objectives of the 
organization. To confirm whether this is in fact the case it can be hypothesised that in 
companies with a best-fit configuration there should be significant inter-correlation 
between all components of HR practice and that this should be stronger in the IIP 
companies than non-lIP. This can be tested with the present data using the Pearson 
correlation coefficients. Table ( 5.6 ) below shows the correlation matrix of variables 
(elements of HR practices) among cases with and without liP status. 
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Table (5.6): Correlation Matrix of Variables: Cases with and without lIP 
Cases without lIP (all sig. at 0.01) 
CD* 1 
TR .53 1 
CM .58 .73 1 
RE .51 .52 .58 1 
JS .53 .49 .38 .64 1 
MA .56 .56 .65 .67 .65 1 
P&B .48 .50 .49 .54 .56 .56 1 
PM .55 .61 .61 .53 .49 .63 .70 1 
RC .55 .57 .58 .59 .56 .63 .68 .70 1 
SU .50 .51 .53 .51 .55 .53 .62 .48 .54 1 
TW .55 .55 .61 .61 .51 .64 .60 .61 .65 .69 1 
Cases with lIP (all sig. at 0.01) 
CD* 1 
TR .66 1 
CM .70 .80 1 
RE .46 .52 .57 1 
JS .63 .68 .71 .56 1 
MA .67 .67 .72 .57 .69 1 
P&B .70 .56 .72 .37 .50 .59 1 
PM .66 .64 .55 .57 .62 .69 .60 1 
RC .78 .61 .72 .52 .62 .69 .75 .77 1 
SU .60 .56 .69 .59 .57 .61 .50 .62 .65 1 
TW .70 .64 .60 .62 .65 .69 .58 .72 .70 .70 1 
CD* Career Development 
TR Training 
CM I Communication I IRE II Relationshi2s I 
JS Job Satisfaction 
MA Management 
P&B Pay and Benefits 
PM I Performance Management 
RC Recognition 
SU Supervisors 
TW Teamwork 
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To make the picture clearer the table ( 5.7 ) summarises the numbers of correlations at 
different strengths for the lIP and non-lIP groups. 
Table (5.7 ): Comparison of the strengths and Numbers of Correlations among 
lIP and Non-lIP Grou 
Non-lIP 
1 
Derived from table ( 5.6) above. 
Here it can be seen that the lIP group has double the number of strong correlations than 
the non-lIP and half the number of medium/weak ones with most of the latter being at 
the higher medium level. This can therefore be seen as a confirmation of the hypothesis 
that lIP encourages a greater level of configuration of HR practices as respondents that 
report agreement with the presence of one of the component of the model are more 
likely also to show agreement with the presence of other components with a generally 
high degree of agreement. Whereas in the non-lIP companies the agreement is less 
strong and more distributed. 
To further explore these results the data was subjected to factor analysis using the 
Principal Components (PCA) technique to see if it could be possible to identify any 
underlying factors that would explain the configurations of the two groups. Prior to 
performing the PCA the suitability of the data for factor analysis was tested. The 
correlation matrix showed all values to be 0.3 and above and the Kaiser-Meyer-Oklin 
value was 0.944 which exceeds the recommended 0.6 and Bartlett ' s Test of Sphericity 
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was statistically significant. Following Pallant (2005) this supports the factorability of 
the correlation matrix. 
The PCA for both the with-lIP and without-lIP showed only one factor with an eight 
value exceeding 1, explaining 67 % and 61 % of the variance respectively. The 
component matrices for the lIP and non-lIP groups with the variable loadings on the 
single component are shown in Table ( 5.8 ). 
Table ( 5.8 ): DR Components among lIP Status 
lIP Factor loading Non-lIP Factor loading 
Communication (CM) 0.87 MA 0.84 
Training (TR) 0.87 RC 0.83 
Teamwork (TW) 0.86 SU 0.82 
Performance Management (PM) 0.85 CM 0.80 
Management (MA) 0.84 TW 0.79 
Career Development (CD) 0.84 PM 0.78 
Recognition (RC) 0.82 RE 0.76 
Job Satisfaction (JS) 0.80 JS 0.76 
Supervisors (SU) 0.78 TR 0.76 
Pay and Benefits (P&B) 0.74 P&B 0.75 
Relationships (RE) 0.70 CD 0.73 
Examining the table shows that although both groups have variables that load on a 
single component, the pattern of loading is different between the variables for each 
group. For example in the lIP group eight of the variables have a loading of more than 
0.8 compared to only four of the variables in the non-lIP group. Also in the lIP group it 
can be suggested that the variables with the highest loadings reflect those elements of 
HR practice that are most likely to be relevant to an approach where there is a concern 
for the alignment of HR practices with organizational performance and objectives. The 
communication (CM) variables emphasised the understanding of organizational goals 
and objectives, performance management (PM) reflects performance issues and the 
career development (CD) and training (TR) variables emphasised how HRD was used 
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strategically, teamwork (TW) can also be regarded as emphasising a performance 
concern. The other variables can be regarded as more conventional HR practices with a 
focus relationships and individual and collective treatment rather than having a 
necessary strategic-performance dimension. However it is these latter variables that 
have the generally higher loadings for the non-lIP group with the strategic-performance 
variables being more likely to be in the middle or lower levels of the tables. 
On this basis it can be suggested tentatively that the single component identified by the 
PCA analysis could be suggested to represent the tightness of the HR policy 
configuration around strategic-performance goals. This analysis thus suggests that what 
distinguishes the lIP and non-lIP companies is the extent to which they focus their HR 
policies on strategic-performance objectives. In this respects the research suggest that 
lIP does appear to have the effect it was designed to have within Omani organizations. 
This goes further to suggest that it is therefore an approach to HR management that does 
appear to be able to be transferred between very different cultures and to still deliver its 
intended results. However, the analysis above contains the public sector lIP companies 
and it was argued that as these appeared inconsistent, it would be intentional to remove 
them and re-check the results. This is in the next section. 
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Analysis with Public Sector Removed 
The private sector data was reanalysed in order to provide a comparison with the 
previous whole-sample data. The results are summarised in table ( 5.9 ). 
Table (5.9): Comparison of Whole-Sample Data with Private Sector-onlv Data 
t-test Score Eta squared Effect Rank of Effects 
HR 
Elements lIP Cases, All lIP lIP Cases, All lIP lIP Cases, All IIP IIP Cases, All IIP Private Cases Private Cases Private Private sector only sector only sector only Cases sector only Cases 
CD 13.9 7.9 0.18 0.06 Large Moderate 3 3 
TR 12.7 9.7 0.16 0.08 Large Moderate/ 7 1 Strong 
CM 12.9 7.4 0.16 0.05 Large Moderate 6 4 
RE 7.4 6.4 0.06 0.04 Small Moderate/ 11 7= Weak 
JS 9.2 5.2 0.09 0.03 Large Weak! 10 10 Moderate 
MA 13.1 7.2 0.17 0.05 Large Moderate 4= 5 
P&B 14.3 6.6 0.19 0.04 Large Moderate/ 2 6 Weak 
PM 16.1 9.2 0.23 0.08 Large Moderate/ 1 2 Strong 
RC 13.1 4.0 0.17 0.02 Large Weak 4= 11 
SU 10.5 6.3 0.11 0.04 Moderate Moderate/ 9 9 Weak 
TW 12.3 6.4 0.15 0.04 Moderate Moderate/ 8 7= /Strong Weak 
Total HR 16.1 9.15 0.23 0.1 Large/ 
Moderate/ 
Score Strong Strong 
Here it can be seen that although the rank order changes in terms of the effects, the 
differences between the private sector-only scores is generally less at the upper regions 
of the ranking so that the changes in absolute positions may be potentially misleading. 
In general therefore this can be seen as potentially stronger support for the positive 
effect of lIP in the private sector, but its relative failure in the public sector will need to 
be considered further below. This effect for lIP is further strengthened by considering 
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the revised assessment of the inter-correlations between HR components. The summary 
table ( 5.10 ), constructed as in the previous analysis (tables 5.617), is shown below. 
T able ( 5.10 ): Comparison of Summary Inter-Correlations of HR Components 
Correlation Effect lIP Cases 
I lIP Cases - Private sector only II Non-lIP I 
. All lIP Cases I 
0.3 (small) 2 1 0 
0.4 (medium) 5 1 5 
0.5 (medium) 5 15 30 
0.6 (large) 32 24 17 
0.7 (large) 10 l3 2 
0.8 (large) 1 1 0 
Here it can be seen that there is a further strengthening of the strong correlations in the 
lIP group (non-lIP group being unchanged), with now 43 large correlations in contrast 
to a previous 38 and a reduction in smaller correlations from 17 to 12. Also by rerunning 
the Principal Components Analysis -Table (5.11) below- there was some change in the 
loadings of the variables on again a single variable and a greater condensation of the 
higher loadings, from 8 to 9 above 0.8 can be seen from the table, the changes in the 
ordering of the loadings is not large and retains the pattern identified above and 
maintains the notion of loading on a single notion of consolidated fit. 
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Table (5.11): HR Components among lIP cases without Public, lIP cases, and Non-lIP 
G roups 
lIP Cases without Public Factor lIP Cases Factor Factor loading loadin2 Non-lIP loading 
Communication (CM) 0.86 CM 0.87 MA 0.84 
Training (TR) 0.84 TR 0.87 RC 0.83 
Performance Management (PM) 0.84 TW 0.86 SU 0.82 
Teamwork (TW) 0.83 PM 0.85 CM 0.80 
Recognition (RC) 0.83 MA 0.84 TW 0.79 
Career Development (CD) 0.82 CD 0.84 PM 0.78 
Job Satisfaction (JS) 0.81 RC 0.82 RE 0.76 
Supervisors (SU) 0.81 JS 0.80 JS 0.76 
Relationshi ps (RE) 0.80 SU 0.78 TR 0.76 
Management (MA) 0.77 P&B 0.74 P&B 0.75 
Pay and Benefits (P&B) 0.60 RE 0.70 CD 0.73 
The Issue of Why the Public Sector Differs from other Members of the 
lIP Group 
It therefore remains to try to explain why lIP had such limited effect in the public sector, 
in particular the large public sector organization. For the following analysis the medium 
size public organization was not considered as this totalled only 17 respondents and 
would be likely to distort separate analysis. Therefore the large public was first 
compared with the large service sector with lIP. Here the t-tests for each component of 
the HR model showed that there were significant differences on all factors (ranging 
from 16.9; eta sq. = .5; very large effect, with only one result below7.7, eta sq. = .017, 
large effect) but then making an analysis of the comparison with the large 
manufacturing group it was revealed that there were only two factors with significant 
differences, the first being Pay and the second being Recognition (this was also 
confirmed by examining the public sector mean scores against those of the whole 
sample where these two factors remained the strongest areas of difference). For Pay it 
was interesting to note that the Manufacturing respondents gave a more positive 
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response than the public sector (mean of 7.1 compared to 6.3) and also as they did for 
Recognition (mean of 7.6 compared to 6.0). In addition t-tests were conducted on the 
public sector organization alone to see if there were any differences between managers 
and employees, between Omanis and expatriates and between men and women. In none 
of there areas were there any significant differences between the variable categories. 
However, the only area where some differences did emerge was in relation to Age. In 
other areas age (dichotomised into those above and below 30 years of age) had not 
revealed any consistently relevant differences (for the whole sample it showed only a 
very small difference: t = 4.48; eta squared = .01), but for the total HR score in the 
public organization it produced an eta squared value of .05 (moderate effect) with the 
younger age group being the most positive - this was the opposite to all other groups 
where, although not often significant, it was the older respondents who rated more 
highly the HR practices. At the level of individual components there were significant 
differences in relation to age within the public organization in relation to the following 
components: communication, job satisfaction, relationships, performance management, 
recognition, and supervision as shown in table ( 5.12 ) . 
Table ( 5.12 ): HR c . P br S t omponents m u IC ec or 
I HR Com~onents 
" 
t-test 
" 
Sig. 1/ Eta sg I 
Communication 2.13 0.03 0.04 
Job Satisfaction 2.4 0.02 0.05 
Relationships 2.2 0.02 0.046 
Performance Management 2.7 0.008 0.07 
Recognition 2.2 0.02 0.046 
Supervision 2.37 0.02 0.05 
In all cases the mean score for the younger group was higher than for the older group. 
So the question must be asked why the public sector appears to have a generally 
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negative orientation towards HR practices and especially among the older workers in 
particular towards pay and recognition, even when there is the presence of lIP, which 
appears to exert a positive influence in other organizations? 
Unfortunately the statistical analysis cannot go further in addressing this issue, but some 
speculations can be made based on the researcher's experience of the sector. This must 
obviously be treated as only tentative insights that are based on experience and 
subjective observation rather than upon scientific investigation, but they may be useful 
as a starting point for further investigations that might be taken up beyond the present 
research. First it can be noted that the public sector, after its initial establishment, was 
dominated by individuals who because of the underdeveloped nature of the country, 
were relatively poorly educated in terms of technical expertise and through the years 
established dominance over the service through social alliances and influences which 
restricted the opportunities for younger individuals based on merit and education. This 
issue was addressed through reform attempts in the late 1990s and new leadership was 
put in place and greater dependence placed on competence and education rather than 
social factors. However although the more traditional leaders were retired, there 
remained many in place who had gained their positions through the old systems and who 
were not supportive of changes towards more modem management techniques and 
towards greater emphasis on performance. It seems likely that the results indicated 
above reflect this difference between older employees who were not sympathetic to 
newer ideas and particularly those emphasising performance management and the 
younger employees who were recruited after the reformed processes and who had 
expectations that management processes would reflect merit based on education and 
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perfonnance and that it is this group that is more sympathetic towards the processes 
encouraged by lIP. 
This therefore adds one important consideration to the cultural translation of HR 
practices, namely in relation to strongly embedded cultures that developed outside of 
market orientated sectors where, as in many developing countries, the initial attempts at 
public administration depended on traditional loyalties and powers rather than the 
principles of meritocratic achievement on which most western management practices are 
based. For as will be recalled from Chapter 2, Oman has only adopted extensive 
practices of education and fonnal (as opposed to tribal) patterns of administration in its 
very recent history. But even here the discovery that the response is not unifonnly 
negative, but is linked to age, the profile of which is likely to continue to change, 
suggests that lIP could contribute in the public sector, being positively reacted to by 
apparently the younger employees, as this historical effect diminishes. 
Summary 
Thus the data analysis so far has answered one of the key questions of this research 
regarding the workableness and transferability of lIP to an Omani context. But however 
although it has suggested that lIP does deliver as intended it has not explained or 
investigated how it does this and what issues are involved. It has also been noted that the 
public sector organizations appear to be out of the line with those of the private sector 
and this raises an important qualification for the above conclusion and this will be 
returned to in Chapter Seven and in the Conclusions chapter below. An attempt to 
provide more understanding of the processes involved will therefore be undertaken in 
the following chapter making use of the qualitative data gathered from the interviews 
with managers. In particular, emphasis will be given to the responses from the non-lIP 
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group as it is intended that by understanding their orientation towards HR practices, 
particularly from the position of key managers, will help to identify the barriers to 
potentially wider lIP adoption, on the basis that the results above suggest that this could 
have a generally beneficial effect. 
128 
Chapter Six: Descriptive Statistical Analysis and Interview Data Relating to HR Practices 
Chapter Six 
Descriptive Statistical Analysis and Interview Data 
Relating to HR Practices 
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Introduction 
In this chapter as was suggested in the summary of the previous chapter, the emphasis 
will be on using the combination of qualitative and quantitative data to understand in 
greater detail the nature of the HR practices under consideration and how their variations 
may be explained. Factors will be considered either individually on in groups where in 
the latter case they relate to related areas and where there is a broad similarity in the 
pattern and focus of responses. In the following analysis the data set with the public 
sector organisations removed is used to avoid the unusual pattern created by the public 
sector. For the following analysis the component variables of the model were 
dichotomised into two categories high / low variables to allow clearer cross-tabulation. 
Training 
Table ( 6.1 ) illustrates the distribution of the respondents' perception about training 
among private sector cases with and without IIP status. 
T bl (6 1) T a e . . . rammg R % ow 0 
Training I Total I Cases Negative Perception Positive Perception ~ (% ) (% ) 
Without IIP 38.1 61.9 100 638 
With IIP 2.1 97.9 100 189 
Total 29.9 70.1 100 827 
I Chi- sq - 90.06 Sig. = 0.000 I 
The results from this table show a very significant difference between the non-lIP 
companies and IIP group. However, although this is what is to be expected if lIP is 
operating effectively, it does not mean that the non-IIP firms do not do any effective 
training and in fact almost two-thirds of these respondents gave generally positive 
reactions. However the positive response from the lIP group is almost 100% and it can 
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therefore be seen whether an analysis of the interviews provide any indications of how 
these differences might come about. 
The results from the interviews regarding training were potentially interesting and 
revealed some of the contradictions that could be expected from the mixture of positive 
and negative responses. From the non-lIP companies it became clear that training was 
often regarded as a costly and potentially risky activity primarily because Omani 
employees appeared to be willing to leave to exploit their skills elsewhere. The 
impression was given that employees were carefully selected for training which may 
explain why many felt they received relatively little. From the employer's position this 
appeared to be a justified approach: 
Omanis, I have a problem, we have invested a lot of money on training 
people, but they go away so if I recruit five Omanis, train, probably, 
today our rate is one or two stays, the biggest culprit to steal all my 
employees is the Government, they like the secured job. (Manufacturing 
company, No.1) 
We have trained in the sales activities we have trained in the operations, 
but they are not staying on the job, you have to do training periodically 
and again when they are on the job and unfortunately because everybody 
wants to work in the government they want to work in the Ministry. 
(Manufacturing company, No. 16) 
In addition however, it often emerged that training proVISIOn appeared to be quite 
informal and potentially ad hoc, which again may account for why many employees did 
not perceive that they were receiving significant benefits. For example, 
Training is on two levels, we have induction training for non skilled 
labour which is a very simple training because it is non skill so we try to 
induct them in the job for a day, or two days, depends on the level of 
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capacity of each employee. For the middle high level there are certain 
in-house courses, in house training programs, but again this is not 
because that the company is against training or anything because the 
company is really small comparatively speaking. (Manufacturing company, 
No.4) 
We have an active training calendar wherein we define that every year we 
should have training for each level either with the help of external 
instructors or sometimes on company training, that means if somebody is 
good in a particular function he conducts the training for two of the 
colleagues for not so good in the function and we practice that very 
efficiently because as I told you earlier we believe in multi-skilling that 
means we want one person to do jobs for three different functions. 
(Manufacturing company, No.6 - emphasis added) 
The cases that were associated with international organisations generally had a formal 
training plan which consist of training on-the-job and training at international 
organisation facilities. For example: 
When we hire Omanis we have got two different ways of training them 
one is give them a formal on job training and the second one which we 
started doing for the last 2 years every year: We select two guys with the 
best performance and send them to [Asian countries], the company that 
we work with to get more trained and to get to know more different ways 
of production because may be we have some limitations in terms of what 
we produce but there are companies who we work with in [Asian 
country] they have much better facilities than our facilities. So we send 
them there for a month. (Manufacturing company, No. 11) 
This shows his present position, his career development plans, training 
plan. This goes for both Omanis and expatriates, and all he has to go 
through and which job rotations he has to go through. For example the 
sales team which we have today in our company, 50 % of the people 
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today working in our sales department has worked in this company in 
some other positions. (Manufacturing company, No.7) 
Another factor to emerge was the quality of pre-employment training available to 
Omanis. In general, owner/directors in medium and large cases claimed that the training 
programmes provided by public or private technical institutes in Oman were not meeting 
their requirements, especially in terms of modem technology. In fact there seemed to be 
little communication between the training institutes and manufacturing/service business: 
As an organization the human resources are basically the worker 
resource. Ours is the very high technical resource which you require to 
run a modern factory of this size. Technical requirements for [specific 
line operation] have to be got from outside because there is no basic 
industry or infrastructure here to supply you technical requirements. 
Mostly it is in job training because this industry for Oman is 
unique ... Therefore our major training is internal although we use outside 
people, but it is mostly indoor training and on job training. 
(Manufacturing company, No.2) 
I cannot get trained, you know the situation here, if you go to the training 
institutes they are not asking the industry what they want, they are just 
going and training what they feel like. They train auto electrician, air 
condition mechanics, but the nature of my industry is peculiar to me. So 
we basically train on the job training. (Manufacturing company, No.24) 
Well, I would say that we have not found very much difference but 
somebody who has not gone through that [college] course with somebody 
who has gone through that course in our context in the sense we make 
both those candidates go through the same amount of internal training. 
After somebody comes and joins us we make them go through a period of 
training for a month or something and we find that after that month of 
training both the candidates are equal, so therefore the background of the 
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vocational training institute does not really help, we find for our purpose. 
(Manufacturing company, No.6) 
Omani students here are many. Generally, technical institutes has to 
change their working plan ... we will not send them to training institutes, 
we train ourselves, we can train them more better than these institutes ... 
So we decided rarely we send people for training, otherwise in house 
training is sufficient. (Manufacturing company, No. 23) 
Even when training provided by outside bodies was considered adequate in itself, some 
employers expressed concerns about its potential dangers as a disincentive to employees: 
We use our own on-job training programs. The other area where we 
found is that if we get the Ministry of Manpower involved we are getting 
a third party involved in this training program and we tend to find the 
Omanis specially, we find that if there is a third party getting involved in 
the training program itself which reduces the loyalty of the staff to us 
because they would think that since the trainings are sponsored by third 
party then we are not liable to deliver and they will not take the training 
programs as serious as they would have taken it if it was directly involved 
by us. (Manufacturing company, No. 41) 
From the researcher's wider discussions with employers and through examination of 
their policies and practices when visiting the sites for the interviews, it was often noted 
that in practice formal training or career development plans where they did exist, tended 
to be aimed at Omani 'key people'. HRM departments, if they were not absent, seemed 
to have little direct involvement in training which was controlled mostly by owners, and 
mostly provided on the job. It appeared that the training practice was informal in small 
cases and formality increased by the size of cases. The resources for training and 
development also increased by size and the control of owners and expatriate line 
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managers over training allocation reduced as size increased. These insights were 
confirmed when the comments attached to questionnaires were examined. Most of the 
comments on training from non-lIP companies tended to be negative (although this must 
not be readily generalised as those writing comments were self-selecting) and reinforced 
the picture outlined above of a tendency towards informal training processes provided 
on a ad hoc basis. The following were typical in this regard: 
I like the company to provide training for Omani workers in mechanical 
skills that will help them to reach the same knowledge and skills level as 
expatriates have and gain the experience from them, the training should 
be provided for the Omani workers who are interested in work. Also it 
lets the Omani workers feel that the company takes care of them. 
(Questionnaire comment, manufacturing company, No.8) 
The training should be according to plan and what is happening now is 
the training takes place without any arrangement with workers. 
(Questionnaire comment, manufacturing company, No. 19) 
I wish the company asked me what I want or send me for training course 
in training institute in order to learn how to work. 
comment, manufacturing company, No.2) 
(Questionnaire 
The company should make a training program for each new employee, 
to improve his skills and get more ideas of what company needs or 
requires. (Questionnaire comment, manufacturing company, No. 32) 
Organisation here is not looking for education strongly. New technology, 
upgrading of existing system improves work efficiently and accuracy of 
product. Educated manpower, young generation technology improves 
efficiency of organisations. (Questionnaire comment, service organisation, 
No. 17) 
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However, this picture appeared quite different in the organisations with lIP status where 
training appeared more formal and, reflecting the quantitative results, was aimed at a 
wider section of the workforce. Moreover, respondents often spoke of the training as 
linked to business goals and objectives, a view that was only expressed in implicit style 
in the non-lIP companies. 
The most important thing was linking training and employee 
development to business objectives, we did not have this and then we had 
to do this ... before we used to have our training when the people wanted. 
Then when this concept of lIP came we need to only clarify that the 
business, the training should be in line with the business objectives. . .. 
we give time for the departments to come with their business objectives 
and then we go to the departments and say, ok you have been given this 
business objective what can training do to help you achieve this in terms 
of developing people or in terms of training people? (Service organisation, 
No. 36) 
For example one of the key areas that we improved as a direct result of 
lIP was our induction program. We know that it wasn't as good as it 
needed to be but it was because of lIP that we focused more on this and to 
improve our induction program. .., another area that's improved with lIP 
is to make the staff realize that staff development and lIP is the word 
learning which we like and the idea is that people have lots of learning 
opportunities but it may not be what they call training. They tend to think 
that training is been when they go on a course, they go away for two 
days, but throughout the year there is lot of learning opportunities and 
development opportunities that they have. It can be on job training it can 
be informal and this is where lIP has been helpful making staff realize 
that it's just not a course. (Service organisation, No. 40) 
However, in some other cases it did appear that lIP was an effect rather than a cause of 
better training practices, usually when associated with international organisations: 
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The human resource development system was well established. But this 
has been adjusted in the light of lIP, so that we comply with lIP 
requirements and best practice and thus improve our HRD. The HRD 
included for example, training, career development, and performance 
appraisal. (Service organisation, No. 35) 
The organisations with lIP status considered the training an investment for the long term 
instead of an extra cost for them. They believed that the training would develop 
employee skills and knowledge and improve organisational performance: 
Investment is a financial term; we are investing in people to benefit our 
commercial business; it's developing our people to supply the products 
our customers want in a way that the people feel that they personally are 
being developed and they personally feel that there is a future and that 
they are actually contributing to the overall success of the company. For 
us, lIP in Oman has created a structure to provide our people with the 
tools necessary for them to develop themselves within the organization 
where they have a full understanding of their role and their role as part of 
the organization that in itself is a great tool to have and we have seen 
great success in it. (Service organisation, No. 34) 
lIP made clear for employees the organisational goals and objectives, and 
annual organisational plan. ...it helped to develop employees' skills 
according to the requirement of organisational objectives. This process 
was not implementing before, now we analyses the needs of training for 
employees and then to determine the real training courses for them, so the 
gap between the requirement skills for achieving organisational 
objectives and employee skills is reduced. . . ... starting to measure the 
output training for both employee and organisation. 
(Service organisation, No. 37) 
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The interviewees in organisations with liP status were asked whether there was any 
relation between Omanization and Investors in People standard and how this could be 
explained? Most perceived this relationship in positive terms, focusing in particular on 
the qualitative benefits that it brought to training practice: 
100% because Omanization is, you know, its providing employment and 
jobs and training and development. To me Omanization is not to bring in 
somebody from the school and giving them a job you know, ." 
Omanization is about the development of the local population, lIP gives 
us this structure for that development to ensure that its been done 
properly and that you are giving the people on the development part every 
opportunity to succeed because that liP system provides opportunities for 
communication, information, discussions, so that those people have a real 
good picture about what's going on. Since I joined liP I have created 2-3 
new Omani instructors now, I am not sure whether I would have 
developed them in the same way without liP. 
No. 34) 
(Service organisation, 
So, key area of Omanization is going to be learning, staff development 
and training. So that's an important element as it happens during the past 
3 years when we have been doing liP. We have actually had a significant 
increase in Omani staff. liP certainly helps in terms of development now. 
So I think if I was talking to a director of an organization in Oman and 
they had concerns about Omanization, I would recommend them to 
consider going for the liP standards as a way of helping them m 
Omanization. (Service organisation, No. 40) 
Once you develop your people to become competent they can do 
expatriates' work, this is what we believe. So indirectly liP helps because 
you develop your people to assume responsible positions, they will be 
competent. (Service organisation, No. 36) 
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Omanization calls for employing Omani nationals in the private 
enterprises. lIP helps to develop the Omani nationals as it identifies the 
skills needed for development and helps the organizations to arrange 
appropriate training needs depending on the skills requirement for the 
job. Moreover, the career development plan helps the Omani nationals to 
achieve higher level of skills development to go up the ladder. (Service 
organisation, No. 33) 
Indeed one respondent outlined the benefits of lIP with great enthusiasm, and contrasting 
it with other 'standards' that could easily become limited in their effects: 
... we were doing ISO at the same time and ISO I have no time, I said 
ok, we need it, it's a system. lIP is different, it's about people and I think 
you have to be careful with lIP it doesn't become a paper driven exercise. 
It's not about paper its about human beings and its about having 
somebody there and giving them all the chances, one to one, the 
appraisals, the development, the training, the understanding, the logic, so 
that you are really getting the best out of people and at the end of that ifit 
failed at least you know, right we have gone through proper system. So 
that's what lIP has done and for Omanization I would say you are not 
going to achieve proper Omanization without some form of lIP system. 
(Service organisation, No. 34) 
I t seems therefore that in terms of training practices there was a distinction between 
those organizations with lIP and those without. From the interviews it seemed clear that 
many of the former had actually improved their practices through the adoption of the 
Standard, although there were some of the larger organizations that were part of 
multinational companies where the standard appears to have been added to already well 
developed practices. Although it was not possible to determine the actual training basis 
from which the former companies used lIP to improve, the results do suggest that the 
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adoption of the Standard could be useful in improving the training of many of the 
organizations currently without it. 
Career Development 
The distribution of respondents' perception about career development is illustrated in 
table ( 6.2 ). 
Table ( 6.2): Cases v Career Development 
I Total I 
I I 
Career Development 
Cases Negative Perception Positive Perception 
. (%) (0/0) 
Without lIP 39.0 61.0 100 644 
With lIP 7.0 93.0 100 187 
Total 31.8 68.2 100 831 
I Chi- sq = 68.56 Sig. = 0.000 
However, the interviews with owner/directors of both manufacturing and servIce 
companies without lIP presented some evidence to qualify the way in which respondents 
may have understood the notion of career development and why only a small majority, 
especially of employees, regarded it positively. In particular it seemed to often be 
informal or even without existence in some medium-small companies, for example: 
Career development basically is when a employee joins the organization 
or when we hire an employee we know that this person has potential to 
move up, and in the past we have many such employees who had joined 
at a particular level, today, after few years does not remain at that level 
and he has moved to the higher level and this is basically because of the 
aptitude and deliverance he has shown. Since we are not a very big 
organization we are restricted. (Manufacturing company, No 13) 
Career plan and what we do, that we have sort of a clear sort of strategy 
in that. When we recruit, especially when I talk about local recruit, or 
when we talk recruitment from outside as a management, when we see 
140 
Chapter Six: Descriptive Statistical Analysis and Interview Data Relating to HR Practices 
there are some people who have the potential and they are willing, you 
have to see if they have the inspiration, they have the inspiration to 
continue working. They are showing interest in the business then 
definitely we discuss with them about their career development because it 
is important for us to sustain this kind of staff and keep them as long as 
we can with our company provided they progress themselves. 
(Manufacturing company, No 18) 
At the operator level since we are a new company we are in the process 
of enhancing careers of particularly Omani employees by first ensuring 
that they stay with us for a period of time, gathers skills that are necessary 
for the jobs and try and elevate them to the next level, we are even 
considering sending some of them for training courses whether within 
Oman or abroad to try and enhance their career. (Manufacturing company, 
No 12) 
In these cases it seems that career development was seen as a reward for good 
performance as perceived by the employer. While this is an understandable approach it 
also suggests the absence of a holistic view of career development as a core process that 
all employees should be encouraged to aspire towards even if not all can automatically 
achieve success. In this respect, there is a basic awareness in place, but there also seem 
scope for greater consistency of application. However, there were cases, particularly in 
the larger companies where career planning appeared to have been given more formal 
attention but here there appeared to be a tendency for focussing mostly on higher level 
grades: 
When I give training we have what we call, two courses: we have a 
management trainee program where we have taken Omani graduates from 
SQU [Sultan Qaboos University] where they are highly good 
academically but they require a little bit of training. So here we do a five 
year career plan for them, actually I wish I was a little bigger, but I can't 
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invest in everybody; then we have a small non-management category 
where we do on the job training. (Manufacturing company, No 1) 
Here it therefore seems that career development was either of an ad hoc nature or 
informal or was applied to a restricted range of employees. It seems likely that in the 
light of these comments that the questionnaire responses may have over-estimated the 
provision of formal career development, perhaps as a result of the inclusion of the 
statement relating to equality of provision that might have been misinterpreted to simply 
mean fairness. Thus the robustness of this provision can be qualified by looking only at 
the responses to the most explicit statements, [statements 9/1 0] and here it was revealed 
that the distributions did not vary from that of table 6.2 by more than 1 %. 
This more negative view was confirmed by statements recorded on the questionnaires. In 
companies without lIP status these were often showing considerable negativity: 
I have been employed in this company for seven years and my salary has 
never been increased and my career has not developed. It is necessary 
for the companies in Oman to take these issues in consideration, 
particularly the young Omani female and male entering the labour 
market and working in companies. 
manufacturing company, No.3) 
(Questionnaire comment, 
I have been working in this company nine years and I want to develop 
my career, I have many things that could improve the company but the 
expatriates do not give me any opportunity because they are foreign. 
(Questionnaire comment, manufacturing company, No.1) 
The management needs to take care of workers, should not consider 
them as machines, and should not ignore them but should provide 
opportunities for them to develop their capacities and improve their 
skills. (Questionnaire comment, manufacturing company, No.2) 
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These responses, although self-selected, confirm the view of the existence of an informal 
and unstructured approach to career development in at least some organisations and a 
negative effect on perceptions of employees who feel excluded from this. It is also 
significant to notice the comment regarding the actions of expatriate managers as this is 
an issue that emerges and is discussed further in relation to communication, below. 
However, it was noted from the interviews with liP companies however, that there was a 
greater explicit focus on individual career development for each employee. These career 
development plans were prepared in accordance with the business strategy and linked by 
several respondents to the promotion of Omanization. For example: 
The training and career development plan are important for employee 
and organisation. The organisation should train employee to take 
responsibility and practice it. In our organisation we appointed deputy or 
assistant for each managerial post. This procedure is considered as a part 
of career development. (Service organisation, No. 38) 
In the career development we hereby identified the new staff, young 
ones and we said, ok we will develop them so that they can assume this 
leadership prepositions in future and we developed a portfolio that 
guides them how to develop. (Service organisation, No. 36) 
Each staff gets involved and participates fully in the job and takes 
decision within his job requirement, a training plan, Performance 
appraisal system, career development plans, and rewards & incentive 
system. (Service organisation, No. 33a) 
I believe that lIP lets an organisation focus on preparmg career 
development plan for each employee. It describes the trainings and 
experiences that need for progress and development of the employees. 
So, career development plan helps both organisation and employees to 
143 
Chapter Six: Descriptive Statistical Analysis and Interview Data Relating to HR Practices 
achieve organisation's objectives and goals perfectly. (Service 
organisation, No. 37) 
lIP helps to develop the Omani nationals as it identifies the skills needed 
for development and helps the Organizations to arrange appropriate 
training needs depending on the skills requirement for the job. Moreover, 
the career development path helps the Omani nationals to achieve higher 
level of skills development to go up the ladder. (Service organisation, 
No. 33b) 
Key area of Omanization is going to be learning, staff development and 
training. So that's an important element to it as it happens during the past 
3 years when we have been doing lIP. We have actually had a significant 
increase in Omani staff. (Service organisation, No. 40) 
It is significant from these quotations that there is evidence of both a formal commitment 
to the career development process, both in terms of organizational objectives and the 
wider requirements of the government policy, and in terms of an understanding of the 
benefits of this process in terms of meeting individual needs, particularly as a means of 
promoting effective Omanization rather than just the recruitment of individuals to fill 
places and meet quotas. In this respect it therefore seems that the lIP companies are 
encouraging an approach that emphasises recruiting and developing individuals 'for the 
organization' (i.e., as a long term commitment) rather than as merely recruiting them 'for 
the job' that is immediately needed. It is also in contrast to the non-lIP companies, 
confirmed by the statistical result, that the provision of career development opportunities 
appear to be more formally available with greater awareness among employees. In this 
respect it is not merely a reward for past performance but part of a process of involving 
employees from the start of their employment in the goals of the organisation. 
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Communication 
Table ( 6.3 ) shows the distribution of the respondents' perception about communication 
practice in both cases with and without lIP status. 
Table ( 6.3 ): Cases v Communication 
Communication I Total I Cases Negative Perception Positive Perception 010 N (% ) (% ) 
Without lIP 27.7 72.3 100 654 
With IIP 2.7 97.3 100 188 
Total 22.1 77.9 100 842 
Chi- sq = 53.09 Sig. = 0.000 
Here can be seen a relatively high positive response from non-IIP companies although 
still with approximately 30% viewing this negatively. It seems therefore that many 
respondents felt their companies were communicating well and although there was often 
expressed a desire to restrict sensitive commercial information to managerial levels, 
several companies spoke of regular meeting to communicate with staff. For example: 
Some elements of the strategy unfortunately have to be kept only with 
very few people. Certain elements of the strategy which is more what we 
call implementation strategy, it's communicated freely. We have 
departmental meetings, we have the sales mangers meetings, we have the 
factory workers meetings where I attend, I tell them why we are getting 
into a particular product, why not, is communicated freely and we have 
monthly review meetings for each function. (Manufacturing company, 
No. I) 
We have a very open communication ... frequent meetings face to face 
sitting and meeting and discussing. We never use too much through 
computers, rather we will get up and walk to the next door and talk to the 
manager so that when you have face to face interaction. Same way every 
month I ask the managing director to conduct one meeting in our hall, 
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every single employee should assemble there and I will give them the 
statistics of last months profit and loss and sales etc. 
(Manufacturing company, No.7) 
However, an issue to emerge which has relevance to the expatriate-Omani differences 
identified above is the issue of language where it appeared to be common for three 
languages to be possible within a company and none of these being understood by all 
employees. First there was a need for English to be used, as the instructions for many 
processes and technical procedures often tended to be made in English. Second, there 
was Arabic which tended to be spoken by Omanis but often not by the expatriates, 
particularly those in managerial positions. Third, these expatriates often spoke their 
native language (often from an Asian country) or some English but often could not 
communicate in Arabic. Thus for Omani workers with non-Arabic speaking managers 
this could lead to resentments as was shown on some of the questionnaire comments, for 
example: 
I am a worker who does not speak English and India languages. I prefer 
my supervisor to be Omani which makes the communication and work 
with him easy. (Questionnaire comment, manufacturing company, No. 24) 
The management of the company provides accommodation, 
transportation, telephone, bonus for expatriates and company listens to 
them and respects them while at the same time the management does not 
listen to Omani workers. 
company, No.2) 
(Questionnaire comment, manufacturing 
In this respect the issues around the wide use of expatriate labour in particular in 
management positions, can potentially act as a barrier to the development of lower level 
Omanis as a result of language difficulties. However although this appeared to be an 
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issue in many companies it was not something that was completely unrecognised as a 
problem by employers, some of whom had introduced programmes to address this 
problem. For example: 
This is important, we have developed now in house training programs ... 
half an hour everyday. These are actual words, now with interest lots of 
pictures and so the work was written in Arabic, English, sentences were 
made the idea was whatever we teach will be used by them. Why 
English? because all the manuals, everything is in English so I made a 
presentation to the first class to enable you to learn enough of the 
language to learn more about your subject and if you learn more about 
your subject you will get a promotion and if you get a promotion you will 
get more money. So this is a fulus [local word for many] class. This is a 
class to make money. (Manufacturing company, No. 21) 
We are sending them to [training institute] the Omani people to 
understand we send them to learn English and all other testing we are 
doing in house. We have people in my area they have come in, I take the 
classes for 1 hour they understand and I have seen successful results of it. 
Most of the Omani staff I respect them and they know what I am having 
in mind and the management having in mind. (Manufacturing company, 
No. 23) 
Because of language problem between expatriate managers or 
supervisors, we are increasing the intake of Omani supervisors, now we 
have decided that for example this year as a strategy we have brought in 
fresh diploma holders for the institutes into the company as trainee 
supervisors directly and training them so that they act as a bridge between 
the two, the workers and the expatriates supervisors. But the other part 
what I also feel is that if all of us can speak some Arabic we can 
probably explain ourselves better than insisting on speaking in English. 
So this year what we are planning to conduct Arabic classes for all key 
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supervisor staff in all departments, just enough Arabic so that they can 
communicate properly to the Omanis. (Manufacturing company, No.8) 
However, it was noticeable that language was not considered as such a barrier to 
communication in organisations with lIP status. From the interview accounts it appeared 
that this was prompted by the demands of the Standard and respondents mentioned in 
their accounts that adopting the standard had required them to place a formal emphasis 
on ensuring communication systems operated effectively rather than, as seemed often 
the case in many of the non-lIP companies, of leaving this to the individual abilities and 
inclinations of managers. However, it was also apparent that this more formal approach 
went beyond merely the teaching of more effective language skills, as was documented 
as being the major approach of the more sophisticated non-lIP companies (above), but 
focused on integrating communication strategies with the requirements of organizational 
and individual performance. For example: 
Only thing which we did after lIP is to enhance our stress or our efforts to 
increase in business communication so we encourage or we remind staff 
manager's departmental heads to meet with the staff, communicate 
whatever comes to him relating to his performance needs and if it is any 
important information to communicate through e-mail which reaches 
everybody. (Service organisation, No. 36) 
We have open system of management where all employees are 
accessible ... We have both formal and informal communication channels 
backed by a good email system. Besides we have regular weekly 
meetings where all matters are discussed and resolved... open 
communication between the staff and the management, frank discussion 
and performance feedback system are based on the philosophy of [name 
of organisation's] teamwork. (Service organisation, No. 33) 
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Of course, lIP affects positively several activities of [name of 
organisation] such as training plan, career development plan 
communication system. lIP helps the organisation to communicate its 
objectives and policies to all employees as well as lets them to involve 
and participate in preparing plans for training and work. (Service 
organisation, No. 37) 
Here it can be seen therefore, that lIP appears to add a sharper focusing for 
communication activities and that this, as was explicitly stated by one respondent, seems 
often to have been a dimension that was strengthened directly as a result of the adoption 
of the Standard. It seems likely therefore, that the 'language focused' approach outlined 
above in relation to some of the non-lIP companies is likely to be the position that would 
normally be adopted by organizations seeking to make an improvement in their 
communications and that, in this respect, it seems that lIP does add a distinct element to 
this component of good HR practice. 
Job satisfaction 
Table ( 6.4 ) illustrates the distribution of the respondents' perception about job 
satisfaction in both cases without and with lIP status. 
Table ( 6 4)· Cases v Job Satisfaction . . 
Job Satisfaction Total 
Cases Negative Perception Positive Perception 010 0 ( % ) (010 1 
Without lIP 16.6 83.4 100 661 
With lIP 3.2 96.8 100 188 
Total 13.7 86.3 100 849 
Chi- sq - 22.4 Sig. - 0.000 
Here it can be seen that the pattern is similar to other components with a significantly 
stronger tendency towards positive experiences in the lIP companies, although even in 
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the non-lIP companies the level of negative orientations is relatively low compared to 
other components. However, from the interviews there emerged some potentially 
interesting views from managers regarding the differing levels of commitment and 
involvement between Omanis and expatriate workers with the former being generally 
considered to show less commitment than the latter. These views will be discussed 
below but it was decided to determine whether the statistical analysis would support this 
view expressed by the interviewees. The results of an analysis controlling for nationality 
are given below in table ( 6.5 ). 
Table (6.5 ): Nationality V Job Satisfaction 
Job Satisfaction Total 
Nationality Cases Negative Perception Positive Perception 
(% ) (% ) 010 N 
Omani Without lIP 25.6 74.4 100 371 
With lIP 4.1 95.9 100 145 
Total 19.6 80.4 100 516 
Expatriate Without lIP 4.9 95.1 100 286 
With lIP 0 100 100 41 
Total 4.3 95.7 100 327 
I~ Omanis(IIPINon lIP) ~ 30.52 Sig. = 0.000 
Chi- sq Expatriate (IIP/Non lIP) = 2.09 Sig. = 0.23 
In addition the analysis was re-run after removing the statement from this component 
that referred to health and safety issues and using only the two statements relating to 
commitment and to involvement and interest, the results remained consistent with the 
above with strong statistical differences between lIP and non-lIP Omanis (.000) and no 
statistical difference between expatriates. These results therefore appear to support the 
views suggested by the interviews and therefore these can be explored with greater 
confidence. 
On the issue of commitment to the organization and involvement in work, a number of 
insights relating to the apparently negative reactions of Omanis were provided by the 
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managers and employers. For many, especially when referring to manual workers in 
manufacturing, there was a perception from employers that many younger Omanis 
lacked a fundamental commitment to work that demanded disciplined application and 
effort, and having a preference instead for what was described as the more 'indulgent' 
style of the public sector. In this respect there were strong echoes of many of the themes 
discussed earlier in relation to the barriers to Omanization. For example: 
The unfortunate part is when we need the assistance from the Omanis we 
are not getting the correct assistance, for example, if we want overtime, 
Omani will work for eight hours and then he'll say he has to go back. 
Some people who have come from Batma or Shariqia [regional areas], 
they will say Thursday, Friday they have not seen their family. They 
have to go see their family. During Eid holidays no matter what incentive 
we give them they would say that we have to be with our families. I think 
this is due to I think the lack of responsibility which they have towards 
the job. (Manufacturing company, No. 11) 
If you take 20 young boys in our work force that is where the problem 
begin because they find it, I think, initially quite a bit of shock to work in 
a factory environment where there is lot of physical labour involved. I 
think that exertion perhaps puts them off. All of them say, I wish I get a 
job in the government because they all feel that government job is the 
ultimate. Why? I have asked them many times, they say its very 
comfortable air condition environment, 5 days a week, lot of holidays, 
plenty of loans and not much work pressure and then they go home by 
2.30 which is very important and then fresh in the evening, whereas if I 
work with you, you'll make me slog from 6 to 7 and then I am totally 
tired and then I have nothing for the family or friends. So they come, I 
think, with reluctant mind initially to work in the private sector and 
may-be lout of 10 may go through that grind successfully and adapt 
himself to the new life style, the other 9 drops out. 
company, No.6) 
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I think one of the basic problem I feel here is that the industrial culture 
has not set in here. So working in a factory which is continuously 
operating on a shift is something that is still not readily accepted by the 
Omanis. The other problem I feel is that apart from the culture, part of it 
is that, and this I don't know where the problem lies - I am being very 
honest with you. The sense of ownership I find is less among the Omani 
employees. I will say ownership not even commitment. The job they want 
to do they do, but somehow you know they don't think this is my 
company, this is paying my salary, taking care of my family, that kind of 
ownership doesn't seem to be there as much as I would expect. People 
say Omani people don't have skills, but I say it is not skills it is a 
question of attitude. Skills can be developed; the issue is not skill, the 
issue is attitude, if you can develop the attitude to a positive attitude I 
think things will change and how to so that is something that I am still 
struggling. (Manufacturing company, No.8) 
However, although the above views represent common views amongst the companies 
without lIP there were cases, particularly amongst larger companies and international 
companies with well established HR departments, where the experience of Omani 
commitment and involvement appeared as being more positive. However, as will be 
seen from the quotations below, the fact that the respondents show evidence of pride in 
what they consider to be a notable achievement, further reinforces the view that this is 
something relatively unusual rather than being an indication of the normal practice. It is 
also clear that these organizations put considerable effort into achieving this result rather 
than just relying on normal practices. For example: 
We have a 44% Omanization level in the company today which I would 
say very proudly, that this 44% of the nationals are part and parcel of the 
total business of this company, so that is something which we can really 
be proud of, that Omanis are being used very effectively and productively 
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within this company. . .. We have an HR Manager who ensures that the 
Omanis recruited are being completely monitored and provide enough 
training and coaching and also give a proper induction. Both on the jobs 
and off the job trainings are provided to the Omanis. They all come on 
Fridays, they all work on overtime, you'll be surprised that we are the 
only company who work on even holidays, except the Eid main holidays. 
So that shows the commitment of the people. See, that's why from the 
beginning I said that people should get a feeling that it is my company 
and my contribution is what determines the success of the company. That 
kind of philosophy we have successfully inbuilt in every environment. 
(Manufacturing company, No. 17) 
The motivation starts form the recruitment process not from the employee 
level. We have recruitment process. We have certain tools, how to 
interview a candidate to understand whatever he or she is a self motivated 
employee with the right attitude. We value people's attitude more than 
education. If a person with a long degree and big education comes but he 
has got totally wrong negative attitude, he is not the right employee for us 
and we have our employees when we recruit them, we have to see that 
spirit, that self motivation, then we inject [name of company] spirit on 
them. You cannot motivate a guy by giving him a higher salary. No. You 
cannot motivate by giving money. So you should have the right company 
strategy, human resource strategy, human resource policy and the way 
you treat the employee and the way you develop the employee. That 
makes the motivation. So we know how to motivate our employee. 
(Manufacturing company, No.7) 
In many respects it seemed that the companies that reported having few difficulties with 
the commitment and involvement of Om ani staff appeared to have an approach to the 
managing of human resources that was in many ways similar to the approach advocated 
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by the lIP programme. And in this respect the comments from lIP managers were similar 
to those from the more developed non-lIP employers. For example: 
Very good .... in a number of ways, but one of the key ways is as I 
mentioned we have a staff survey each year and we have seen each year 
that we have been doing lIP, the percentage and the satisfaction has 
improved each year. I think it has a positive impact on staff motivation 
because lIP encourages the organization so that all staff feels that the 
organization is interested in them and is interested in their development 
and wants to help them develop well and that's very important and that's 
where I think that lIP helps in motivation. (Service organisation, No. 40) 
I think in any job in the world no matter what it is, it can be the most 
simplest of jobs and it can be the most complicated jobs, I think if people 
feel that they know how to do the job properly and therefore they feel 
empowered that they know what they are talking about, that gives them 
confidence and they feel that they are part of the organization and that 
what they are doing is contributing to the success of the organization that 
by human nature never mind any system, human nature, motivates people 
simple its very simple. (Service organisation, No. 34) 
If we. involve the people in organization if you give them equal 
opportunities and development they become automatically motivated 
because they feel they are part of the organization. (Service organisation, 
No. 36) 
Well, lIP has helped make staff more aware about our organisational 
aIms, objectives, and plan. Also lIP has helped to provide equal 
opportunities, fairness, recognition for work done, feedback on 
performance, career development, and helped people develop their skills. 
All these elements motivate employees to do and think better. These 
things also increase employees' commitment to their organisation and lIP 
raises job satisfaction which has a positive affect on the performance. 
(Service organisation, No. 35) 
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These views provide an interesting insight into the fact that, despite the views regarding 
the poor work attitudes of Omanis, it is possible for this to be addressed and that forms of 
greater formal involvement and monitoring in a structured manner appear to work in at 
least some cases. It also seems that this can be accomplished with or without the use of 
liP, but in the cases where lIP was not involved, the companies did appear to have a 
formal and structured approach that shared similar basic assumptions about the need for 
careful communication of expectations and the targeted monitoring and evaluation of 
these. 
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Relationships 
Under this heading there will be four components of the model considered that all have 
relevance to issues of workplace relationships: management relations, supervisory 
relations, team relations and relations between employees. The results are shown in table 
(6.6 ). 
Table ( 6.6 ): Cases V Management, Supervisors, Teamwork, and Relationships 
I I 
Management Total 
Cases Negative Perception Positive Perception 00 (% ) (% ) 
Without lIP 34.8 65.2 100 656 
With lIP 5.3 94.7 100 188 
Total 28.2 71.8 100 844 
Chi- sq = 62.5 Sig. = 0.000 
Supervisors Total 
Cases Negative Perception Positive Perception 010 N (% ) (% ) 
Without lIP 26.9 73.1 100 651 
With lIP 5.8 94.2 100 189 
Total 22.1 77.9 100 840 
Chi- sq = 37.6 Sig. = 0.000 
Teamwork Total 
Cases Negative Perception Positive Perception ~ (% ) (% ) 
Without lIP 29.3 70.7 100 651 
With lIP 4.3 95.7 100 188 
Total 23.7 76.3 100 839 
Chi- sq 50.7 Sig. - 0.000 
Relationships Total 
Cases Negative Perception Positive Perception 010 N 
i%) ( 010 ) 
Without lIP 17.9 82.1 100 659 
With lIP 3.7 96.3 100 188 
Total 14.8 85.2 100 847 
I Chi- sq 23.4 Sig. - 0.000 I 
The relationships of management, supervision and teamwork will be considered together 
because they all relate to the nature and applications of organizational systems that 
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provide the structure to these relationships. In each case the statements for each 
component asked respondents to assess the presence or absence of certain sorts of 
practices associated with each activity (e.g., involvement in decision-making, 
consistency of practices, provision of supports, etc.), whereas the statements relating to 
Employee relations refer to the quality of relationships rather than to their presence. The 
Management, Supervision and Teamwork components all show a similar pattern of 
responses again suggesting their similarities. To confirm this, the mean of the means of 
these three components was calculated (8.76) and this was used as the test value for a 
single-sample t-test to determine whether any individual mean differed from the 
average. The results revealed no significant difference for any of the components. Thus 
in each of the three components there was an approximate 30% of respondents who 
expressed a negative orientation to these factors. 
However, as stated above the Employee Relations component contained two statements, 
one referring explicitly to the quality of relationships with management and the other to 
the quality of relationships with other employees. Although the overall results show a 
more positive overall orientation than many of the other factors, when these statements 
are examined individually, a different picture is revealed. Table ( 6.7 ) and Table ( 6.8 ) 
below show the results. 
Table i 6.7): Cases V S 17 
I I 
S 17- I have good relationships with Total 
colleagues at work Cases 
Negative Perception Positive Perception ~ i%) (% ) 
Without lIP 2.7 97.3 100 671 
With lIP 3.7 96.3 100 190 
Total 2.9 97.1 100 861 
[ Chi- sq NS I 
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Table ( 6.8 ): Cases V S 18 
S 18- The relationships between management 
I Total I Cases and employees is ~ ood 
Negative Perception Positive Perception % N (0/0 ) (%, ) 
Without lIP 25.3 74.7 100 669 
With lIP 5.3 94.7 100 190 
Total 18.5 81.5 100 859 
Chi- sq - 28.3 Sig. - 0.000 
Here it can be seen that most of the negative orientation is due to responses in relation to 
the quality of relationships with management, there being no significant difference 
between lIP and non-lIP companies in terms of the generally positive relationships 
between colleagues. The result for management relationships therefore, is relatively 
similar to that for supervisors (table 6.6 above) 
The views of the respondents from the questionnaires reflect some of the possible 
reasons for the negative views towards these systems in companies without liP, 
highlighting the lack of job classifications and descriptions, poor coordination between 
employees and management, and a lack of consistent structures. Here it is interesting 
that many of the managers who were interviewed were quite open about the 
shortcomings they saw in the ways in which some of their managers dealt with relations 
with employees. However, it was significant that many also talked about this is an 
almost resigned manner, as if it was not something over which they had any real control. 
They seemed to recognise the problem but seemed not to know how to deal with it. The 
following quotes highlight these aspects: 
There is a conflict between the technical supervisor and workers daily 
about the distribution of workers in the factory which disturbs and 
confuses the workers because they do not know what their work for next 
day is. (Questionnaire comment, manufacturing company, No.1) 
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It is needed to enhance the relationship between the employees of the 
company and its management; improve the way of talk in company; treat 
the employees kindly and nicely and not nervously; provide 
opportunities for employees to give their suggestions; the company 
should designate a person to solve the problems related to work and 
especially problems concerning the management. (Questionnaire 
comment, manufacturing company, No.2) 
Organisation and its policy are very good. But all the output depends on 
those who handle ... (the manager). Most of the things work according to 
the manager's taste only. In most cases the manager overruled the rules 
and regulations. (Questionnaire comment, manufacturing company, No. 17) 
In a number of the smaller companies where interviews were carried out it was apparent 
that formal team working and involvement tended to be restricted to the more senior 
staff and was seldom extended to lower level employees, instead there being an 
emphasis on top down authority and direction from the owner-manager. However while 
these types of organization may reflect the more negative views of some employees, the 
comments from the interviews with managers in larger firms without lIP suggested that 
there were cases of better practice. For example: 
We have an open management policy and then we have very good team 
work. ... we have management team, and we have sales team, we have 
marketing team, we have production team, logistic team ... 
(Manufacturing company, No.7) 
We believe in team work. All of us carry this badge. We have an open 
culture, we have an open door, people can walk in, and that's true for 
everybody, we put more emphasis on team work then individual work, I 
may have one employee who is outstanding but if he does not know how 
k ·th th t f th t rry we don't want him here. to wor WI e res 0 e earn, so , 
(Manufacturing company, No.1) 
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Basically what we have tried to do is in this company ... we have tried to 
keep it more not a very formal atmosphere in the company, it is very 
informal. It is more like a family. Throughout we have lot of company 
events, they are playing football. The managers are playing with the 
workers, the owner is playing in the same team as the workers so we 
organize a lot of events where everybody is working together playing 
together, even in the factory it is a very friendly and family kind of 
atmosphere. (Manufacturing company, No. 24) 
I haven't really created any barriers between me and any other employee 
whether he is normal production guy or even a guard or whoever. What 
we normally do also to keep them attached to the company. Normally we 
make two meetings in my farm house with all my employees. We sit for 
six to seven hours and I have no problem and listening to them only 
keeping notes. (Manufacturing company, No. 11) 
In these regards these non-lIP compames appeared to be similar to the processes 
operating in the lIP companies such as the following: 
We follow a flat structure and the departments work as a team wherein 
the CEO provides a good direction and supervision. Each employee 
participates gets involved in the decision making process which provides 
the much needed empowerment. (Service organisation, No. 33a) 
We have worked out a Human Resources Strategy for the organization 
and implement the same with the cooperation of all the staff. All HR 
activity is linked to [organisation] strategy .... lIP explains the role of the 
manager and how this role has got good input for improving the 
management system which is based on friendly atmosphere in the work 
place. (Service organisation, No. 33b) 
It does have an effect. I mean it has an effect on the line manager's 
because they know that investors in people is important; it's important for 
them, its part of their job plan, that it's important for them to ensure that 
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they are providing the development of learning opportunities for their 
staff. (Service organisation, No. 40) 
Thus as with other areas of HR practices it seems that lIP provides a leading position in 
relation to management relationships but this does not mean that there is not evidence of 
potentially equal, and similar, good practice in non-lIP companies. But it seems likely 
that most of the negative orientations relate to the inconsistent application of standards 
and practices by managements or the failure to use formalised process but rather relying 
on personal judgements and potential subjective biases. Here it may be that lIP could 
assist those managers who felt they had a relationship problem between management 
and staffbut who were unsure how to deal with this. 
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Pay and Benefits, Recognition and Performance Management 
Here are considered responses that relate to the reward practices, to perceptions of 
recognition in non-financial terms and to the use of performance appraisal systems as a 
basis for reward. These factors are here considered together because interview 
respondents frequently made associations between these areas and it is therefore helpful 
to consider them in this way that reflects respondents' understandings. 
Table ( 6.9 ): Cases V Pay and Benefits, Recognition, and Performance Management 
Pay and Benefits I Total I Cases Negative Perception Positive Perception 00 (%) ) (%,) 
Without lIP 52.5 47.5 100 652 
With lIP 13.3 86.7 100 188 
Total 43.7 56.3 100 840 
Chi- sq = 90.9 Sig. = 0.000 
Recognition Total 
Cases Negative Perception Positive Perception 0 N (%) ) (% ) 
Without lIP 43.9 56.1 100 651 
With lIP 10.1 89.9 100 189 
Total 36.3 63.7 100 840 
Chi- sq = 72.7 Sig. = 0.000 
Performance Management Total 
Cases Negative Perception Positive Perception 0/0 N (% ) (%) ) 
Without lIP 43.5 56.5 100 648 
With lIP 5.9 94.1 100 188 
Total 35.0 65.0 100 836 
Chi - sq - 90.8 Sig. - 0.000 
The above table ( 6.9 ) shows clear differences between lIP and non-lIP on all elements 
of reward-related issues. However it is possibly unclear whether lIP is an actual cause of 
such differences because it does not explicitly declare that higher levels of reward are 
required, or whether on this element perhaps more than others, the difference can be due 
to sector effects. For this reason the data was also examined for sector effects and a 
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slightly more complex pattern emerged from this analysis. Of the respondents who 
responded negatively towards pay and rewards, 76% were from the manufacturing 
sector, 17% were from the non-lIP service sector and 7% were from the lIP service 
sector. The comparable results for Recognition were 75%, 19% and 6%; and for 
Performance Management they were 85%, 12 % and 3 %. Thus it seems that sector does 
clearly seem to play a significant part in determining these results (although such 
differences were not apparent in other factors), as manufacturing has a clear majority of 
those who are dissatisfied with their overall rewards, however this is significantly less in 
the service sector, although even compared to the latter lIP respondents report a more 
positive orientation. This suggests that companies that adopt lIP are also more likely to 
offer more appreciated reward provisions even when the sector differences are 
controlled. However, this must also be treated with caution in terms of causality as it 
may be the case that better performing companies that were able to provide better 
rewards were those that were more likely to adopt lIP rather than lIP being a direct 
cause of better rewards. This cannot be established using the current data, but as will be 
discussed below there is some evidence that for some companies the adoption of lIP did 
not cause them to change many of their existing policies. However, even if it cannot be 
proved that lIP directly improves appreciation of rewards, the level of the difference 
from the comparable non-lIP group does suggest that it is likely to be a contributory 
factor, possibly as a result of the more explicit commitment to clear communication of 
objectives and the link to overall performance receiving a strong emphasis that 
potentially helps employees to understand how their rewards are generated. Some 
possible support for such a view can come from examinining the reactions of 
respondents from the manufacturing sector (as recorded in the open-questions on the 
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questionnaire). Here there was a strong indication that poorly managed links between 
reward and performance were potential causes of negative orientations. The following 
comments from the questionnaire open question illustrate some of these attitudes: 
May God help me to find a new good job, one which is better than the 
current one and with more salary. (Questionnaire comment, manufacturing 
company, No 16) 
I worked in this company nearly ten years and got only one bonus, and 
the other incentives are very poor in spite of the company products 
reached to Gulf Cooperation Council, Arab, and Europe countries. 
(Questionnaire comment, manufacturing company, No. 24) 
During my work in this company I moved to different jobs, starting as 
operation weight machine then to Clark in sell department and now 
Clark in public relation department. This indicates that I develop my 
ability and myself without got any incentives from the company. 
(Questionnaire comment, manufacturing company, No. 19) 
The salary should increase every year. I would reduce the duty time, not 
because we are not interested in the work, but one should take into 
consideration the fair system for rewarding the hard working employee. 
(Questionnaire comment, manufacturing company, No 16) 
In fact is no proper management in company, they concemonly how to 
make profit, not in human based such as motivation, rewarding and 
encouraging. (Questionnaire comment, manufacturing company, No. 19) 
There would appear to be two possible and possibly related explanations for these types 
of negative reactions. Firstly, there are issues of the general labour market conditions in 
terms of absolute levels of low pay in many parts of the private manufacturing sector. 
This appears to reflect the view stated in the 'Oman: Development Report' of Ministry 
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of National Economic (2003), the Oman Chamber of Commerce and Industry (1989), Al 
Ghorfa (1995), the Ministry of Commerce and Industry (2002) and the study conducted 
by the Ministry of Manpower (2003) (which claimed that the highest reason for 
employee turnover in the private sector - 78 % - was for low wages, mostly made up by 
manufacturing) . 
For the second reason however, there may be linked more to the practical application 
and the nature of payment systems. It was interesting that in many of the interviews, 
managerial respondents in the manufacturing companies emphasised how their payment 
systems were linked to performance in various ways. The managers interviewed 
appeared to regard this as a fair and appropriate system that targeted the performance of 
employees to reward those who exerted appropriate behaviours and efforts. For 
example: 
The whole incentive system is evolved based on the appraisal, the whole 
promotion is evolved from the appraisal, the increments are evolved from 
the appraisals, and sacking is evolved from the appraisals. (Manufacturing 
organisation, No. 41) 
We have the annual increment, we have not fixed any particular amount 
but it depends on the performance of the person in the past one year and 
then the increment is given, not bonus but increment is given and that is 
related to his activity of last year. (Manufacturing company, No. 29) 
We have a system where it is actually more of on the spot, we reward 
hard work, commitment and so forth in bonus and incentives and so on 
regularly, because the staff put in a lot of hard work and we recognize it 
immediately. We do not wait for formal appraisals. (Manufacturing 
company, No. 12) 
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However, the last comment raises some interesting issues as it suggests that although 
claimed to be based on performance there appeared to considerable informality and 
individual discretion in the allocation of reward payments. As has been well established 
in the literature of reward management, perceptions of individual bias in the awarding of 
performance assessments is one of the major reasons for negative feelings from 
employees about the value of such systems (London and Higgott, 1999; Mullins, 2005). It 
was in fact possible from the interviews to suggest that companies without lIP tended to 
fall into two broad and possibly overlapping groups: the informal and relatively 
unstructured and job-focused; and the more formally designed and strategically focused 
systems. And as with other policies discussed above this tended to reflect size differences 
and the extent to which organizations were part of established international organizations, 
with the former tending to be the most informal and the latter the most formal. The 
following quotations illustrate the more informal approaches used: 
We don't do it in writing because we are not that many we are only 45 
people, that's all, so we don't do it in writing. We just evaluate them on 
the performance, on attendance, any late and then the supervisor give list 
to general manager, these guys you know, are good, these guys are little 
bit slow, these need to be given bonuses, these need to be given 
increment and that's how it works. (Manufacturing company, No.5) 
Personal appraisal are carried out once a year for all employees and this 
is conducted by the managers concerned and we tend to inform each 
employee on a one to one basis at the time we award performance 
incentives to each of these employees. (Manufacturing company, No.12) 
The foremen will judge the performance in the best of his observation he 
will give marks. We have got 10 criteria's its one to ten and how you 
perform during the whole month. (Manufacturing company, No. 11) 
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The feed back is restricted with the head of the department and of course 
the head of the department shares this information in an informal way 
with the manager. (Manufacturing company, No. 13) 
It is not difficult to imagine that these largely informal processes of assessing elements of 
payment levels could easily become the subject of personal bias or simply to loose touch 
with external labour market conditions. It also appeared that from the comments made in 
the interviews, these firms tended to focus on managers perceptions of individuals' 
performance based on their own standards of appropriateness rather than making explicit 
links to how individual level performance might also link to organization objectives as a 
means of establishing the legitimacy of what was being required and rewarded. This was 
indeed apparent in the comments added to questionnaires, as noted above, the most 
negative tending to come from small companies. For example: 
The evaluation method is not fair and the company gives the bonus and 
incentive to some employees because they have good relation with 
foreman so many hard and good workers do not get bonus or rewards. 
(Questionnaire comment, manufacturing company, No.4) 
Since I joined the organization more than 9 years ago, I haven't been 
appraised. (Questionnaire comment, manufacturing company, No 10) 
However a more strategically focused approach was apparent in several of the larger and 
more internationalized manufacturing companies as well as a more open and structured 
approach to the management of the reward-performance link and this may explain why 
not all responses from this sector were negative. For example, two companies described 
methods of performance management that could be regarded as quite innovative by 
167 
Chapter Six: Descriptive Statistical Analysis and Interview Data Relating to HR Practices 
international standards, both involving elements beyond the standard top-down approach. 
For example: 
We have a structured performance appraisal system in the form of a 
format which is used by all the departmental heads, appraisal is done by 
the boss for his subordinates and interestingly we also practice a concept 
called reversed appraisal system where the boss is evaluated by the 
subordinates and that is also connected with the reward system for the 
bosses. It is participated right across the organization by all the 
employees either being evaluated or they are evaluating their boss. 
(Manufacturing company, No.6) 
Performance appraisal we have designed it a little differently than many 
companies. A performance appraisal is done here at two levels the 
employee whose performance is appraised he'll be appraised by the 
immediate boss in the presence of the bosses boss. So in the performance 
appraisal procedure there are two parts one is self appraisal, he has to do 
his own appraisal, how he has performed in his opinion ... of last year 
against his job description how has he done and then his boss reviews it 
whether he agrees with that self assessment or he disagrees and the issues 
on various parameters. (Manufacturing company, No.8) 
In other of the larger and more sophisticated companies there was also attempts to make 
explicit the links between individual performance and reward and company performance. 
The following illustrate some of the approaches taken. 
We not only have performance appraisal, we have two things. We 
exercise once in every six months performance appraisal and key issue 
talk (KIT). So we do both. So performance appraisal we have manager 
and sub-ordinates and they discuss their plans, their career development, 
their education training etc. and also the key issues what this employee 
has to do for the company and whatever his key challenges which he has 
to face during that current period etc. (Manufacturing company, No.7) 
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Performance management has got four different steps, starts with the 
setting of goals and objectives and again setting of goals and objectives 
should be mutual, that's why you should make him understand, that 
means understanding of key result areas and job goes by the employee is 
the second step, the communication of the goals and objectives and 
arriving at a kind of agreement that this is the performance which the 
company expects the employee to perform and then the third is the 
coaching and the feedback. (Manufacturing company, No. 17) 
As would be expected, the compames with lIP all gave accounts of their 
performance-reward linkings that were similar to those of the best-practicing companies 
in the non-lIP grouping. However, one interesting difference was that respondents in this 
group tended to place a stronger emphasis on the evaluation as a component of long term 
employee development rather than as purely a factor to influence reward or to achieve 
instrumental goals. 
We do have a performance appraisal system that gives the employee an 
opportunity to evaluate himselflherself and suggest the training or 
personal development that he wants. lIP made more focus to determine 
the training needs which helped to close the gap of the requirement 
according to [organisation] strategy. (Service organisation, No. 33) 
These new forms will be more specific as well as contain elements about 
development of employee according to organisational objectives. Also 
there will discussion between the appraiser and appraisee about the 
targets for the next year and what is the requirements of skills to achieve 
these targets. (Service organisation" No. 37) 
Thus it seems that overall sector levels of reward may contribute to these results but also 
that this may be made worse by management practices of establishing and dealing with 
rewards that fail to make a clear link that is perceived fair between performance and 
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reward. This may be one area where lIP helps organizations to maintain this connection 
even to make an improvement of beneficial sector effects. 
In summary of this section it can be concluded that the data has revealed a number of 
issues of interest: 
First, it has pointed to consistent differences between lIP and non-lIP companies and, 
from the interviews and comments it has become clear that negative orientations towards 
HR seem to be linked to more inconsistent an informal processes and particularly where 
appear to be applied in what is considered an unfair manner. There was some evidence 
that this was a greater problem in small companies and particularly in those companies 
that employed expatriate managers, whom there were difficulties of communication due 
to language issues. 
Second, it was also clear that there existed good practice in many compames, 
particularly the large international ones without the pressure of lIP. However, the 
interviews did suggest that even in these cases, a programme such as lIP would be useful 
in strengthening and making more coherent, what was already being done. These factors 
will be developed in the final chapters. 
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Exploration of Other Variables Relevant To HR Practices lIP and 
. . , Omanlzation 
However, before this it must be recalled that although the configuration of HR practices 
to fit strategic-performance objectives appears to explain most of the difference between 
lIP and non-lIP companies (as would be expected in cases where lIP is delivering as it is 
intended to do so), there were also other variables that appeared to have some impact in 
terms of the way respondents experienced HR practices, although these were of a much 
weaker level of effect. 
To examine the potential significance of these effects it was decided to split the sample 
using the lIP/non-lIP variable and then to undertake independent sample t-tests for each 
category of that variable (with lIP; without lIP) using Job Position, Nationality and 
Gender as the grouping variables. This was planned to enable it to be seen whether the 
differences identified within the whole sample in relation to Position, Nationality and 
Gender were maintained within both the lIP and non-lIP groups or whether it appeared 
that the presence of lIP could be acting as an intervening variable to moderate this 
effect. In all the following analyses the results apply to only the private sector (i.e., 
public sector respondents removed). The results are shown in table ( 6.10 ) below. 
From the table it can be seen that it is the area of job position that shows an interesting 
effect in relation to lIP. Here the overall small effect for the whole sample turns to a 
strong effect between managers and employees in non-lIP companies and a 
non-significant difference in lIP companies. The means show that managers in non-lIP 
companies have a significantly more positive experience of HR practices than 
employees, whereas for the lIP group experiences are almost identical. The former is 
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Table ( 6 10) P t t· I I d d V· b . o en la n epen ent aria les; Dependent Variables . . Total HR 
I Variables I Cases Mean t-test I Sig. II I Eta sq Job Position Man(:lger Non-lIP 98.0 
Employee 88.0 
5.9 .000 .06 
Manager lIP 104.5 
Employee 102.6 .79 .43 .000 
Whole sample 4.87 .000 .02 
Nationality Omani Non-lIP 85.5 
Expatriate 97.0 -7.4 .000 .09 
Omani lIP 101.1 
Expatriate 111.3 -3.5 .000 .02 
Whole sample -5.42 .000 .03 
Gender Male Non-lIP 90.4 
Female 90.8 -.14 .88 .000 
Male lIP 101.8 
Female 105.2 -1.42 .15 .007 
Whole sample -3.67 .000 .01 
reflecting most likely a more hierarchical structuring of access and treatment whereby 
managers have better access and rewards. When each of the model components were 
examined in terms of t-tests as above it was found that there were significant differences 
on all components in the non-lIP and no significant differences on any component in the 
lIP group. Within the non-lIP group the components that had the highest t-test value and 
greatest difference were Management Relations and Communications with managers 
rating these relatively highly but employees rating them relatively lowly, thereby 
supporting the notion of a gap in experiences and perceptions between the two groups. 
Such a gap did not appear in the lIP group and could be linked to the Standard's 
emphasis on communications and clear objectives at all levels. 
In relation to Nationality the significant difference remains for both lIP and non-lIP 
groups but there does seem to be a noticeable influence in terms of the strength of effect 
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within each group. Thus the differences between Omanis and Expatriates appear 
somewhat smaller in the lIP group and larger in the non-lIP group suggesting that lIP 
may have some effect, although it appears only a relatively small one, on reducing 
differences based on nationality. This could be expected if the standard were being 
implemented correctly given that it emphasises equality of treatment for all employees. 
However the size of the effect does not appear to be such as to completely remove what 
appears to be an underlying tension in the Omani labour market. However, it will be 
shown below that although the responses between Omanis and Expatriates do appear to 
be smaller in relation to differences related to lIP, these differences based on nationality 
may have implications for the process of Omanization, quite separate from the influence 
of lIP, because of the positions they hold and their levels of education and qualification. 
This will however be discussed further below. 
In relation to Gender, it can be noted that there was very little change from the main 
sample result, although in both groups the significance of the difference between males 
and females disappeared in both cases, both in the total score and in each individual 
component. This suggests a potentially important consideration as it appears that the 
difference identified in the whole sample are almost wholly due to differences between 
lIP and non-lIP companies, that is to mean that the differences in mean scores, being 
significantly higher in the lIP companies for both men and women, result in the overall 
significant difference being mostly responsible to the high scores of lIP women set 
against the low scores of non-lIP men. In this respect it appears that lIP raises the 
positive HR experiences of both men and women. This is a possibly significant result as 
part of the Omanization strategy involves the greater participation of females in the 
labour force, and this too will be discussed further below. 
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Nationality, Education and Omanization 
It has already been outlined in previous chapters how it is widely held that expatriate 
labour is frequently employed because of its superior educational capabilities than that 
of the Omani workforce, particularly in relation to managerial positions. The results of 
cross-tabulating respondents' nationality with education and controlling for position is 
shown in table ( 6.11 ). The results indicate that there was a significant difference 
between education levels of Omani and expatriate respondents at both levels, confirming 
the views outlined previously 
Table ( 6.11 ): Nationality V Education 
Education E JOB Nationality Secondary School Diploma Qualification Level or less or higher 
% % 010 II N 
Line Omani 23.4 76.6 100 154 
Manager Expatriate 3.1 96.9 100 129 
Total 14.1 85.9 100 283 
Employee Omani 61.2 38.8 100 464 
Expatriate 20.2 79.8 100 203 
Total 48.7 51.3 100 667 
Chi - Square 
Line Manager Chi - Square = 23.779 Sig. Value = 0.000 
Employee Chi - Square = 94.919 Sig. Value = 0.000 
It therefore appears that whereas almost one quarter of Omani managers have minimal 
educational qualifications there are virtually no expatriates in this position. Also it does 
not appear that even at the employee level expatriates are employed purely as very 
cheap, i.e., unqualified labour, still tending to be better qualified than Omani 
counterparts. The question therefore, must be to ask whether employers prefer 
deliberately to employ qualified expatriates because they are 'better value for money' in 
terms of education or whether it is because there are no suitable Omanis, i.e., they would 
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prefer the latter if they were available. This question can be addressed by examining 
interview data in relation to employers' views about the national workforce. 
It appeared from the most of the interviewees in both manufacturing and service with 
and without lIP status that employers complained about the difficulties in identifying 
and recruiting suitable qualified Omanis and emphasised a gap in terms of Omani 
workers' qualifications. They stressed that the teaching programmes of the national and 
private technical institutes needed to be upgraded in order to meet the requirements of 
manufacturing and service companies. The following quotes demonstrate the feelings of 
owners/directors: 
I think this is not only we saying, even the Government recently has 
admitted that they need to change all the syllabus and the curricular for 
the technical colleges so in that to graduate the people which will fit the 
industry we have. At least they will be technically trained to get the jobs 
they want, but now they have been taught when they graduate in those 
institute may not necessary be the requirement of the market so that's the 
gap .... In fact our major concern is not about graduates our major 
concern is about skilled workers. See, graduates we have 4 or 5 whether 
expatriates ... we had about 100 skilled workers and it is unfortunate that 
today we have to depend on the foreign nationals for that and those skill 
levels are not locally available. (Manufacturing company, No.9) 
Well, I don't really find them [graduates] so much different from people 
we take from secondary school and train them at our own training 
institute. They are average, right now I can say they are average they are 
not at the top end of the quality they are average. (Service organisation, 
No. 25) 
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We use all these trainings but I find it better if I do it by ourselves than to 
get the training, you use it but it's a thing I find quality not so good. 
(Manufacturing company, No.2) 
Some employers went further to connect educational achievements with the work 
attitudes of Omani workers: 
They come here with these small qualifications and they think they know 
much. They don't have job experience, the same things you have these 
young men who come in with a certificate for having studied for two 
years and they feel that they need to be the manager and we believe, that 
we need to start at the bottom, learn and grow up because you can't come 
from the top and supervise those below you and when you don't know 
what that work is and you haven't done it yourself. On the other hand at 
the same time, actually the qualifications they get from these institutes is 
really nothing, is nil. (Service company, No. 26) 
I need to be a little frank here, unfortunately, we have taken students from 
[name of training instate ( 1 )], we have taken students from [another 
training instate (2 )] and we have taken students from University as well. 
The students who come from [training instate ( 1 )] they only have very, 
very, very basic skills which are not enough at all. They have to still 
undergo about 2 years training back in the work because what they learn 
there is all bookish knowledge, it is not very practical when they come to 
a [name of the company] and they see it's where they actually face reality 
in the work so it takes time for the employee about a year, year and a half 
year. Some of them it takes even two to three years because of the level 
of understanding. That's how it is. Here from [training instate ( 2 )] also 
they come with very high expectations, unfortunately the moment they 
come out from [training instate ( 2 )], they, say that I need to become a 
Mudir [director] or a supervisor which is not possible. They have 
graduation yes, but then, in order for them to grow for a long standing 
growth, then, they have to grow from, get trained in all the aspects of, 
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from the entry level itself. That's one problem issue that we face ... 
otherwise most of the skills knowledge is gained at the work. (Service 
company, No. 28) 
They have a lot of theory, they need a little bit of experience, which is 
what we provide ... like when I did my engineering it was a five year 
course, at the end of every year starting from second year I have to do 
summer training, no option because that's graded, they don't care 
whether you serve coffee in star bucks outlet or you go to an engineering 
company, it teaches them humility, ... I keep telling my chap SQU 
[Sultan Qaboos University] they shout Oh! I can't server coffee, I said 
no that's where you learn .... .the parents don't finance them so this 
culture has to come, its not the employees fault it's the systems fault, it's 
the parents fault, its universities fault, the culture that has to come. 
(Manufacturing Company No.1) 
It appears that in order to increase Omanization ratio in manufacturing and service 
companies it will be necessary to raise the qualification levels of the Omani workforce 
(Adel Raiyan, 1998; Oman's Economy Vision, 2020) both in quantity and quality, and 
in particular to encourage a closer relationship between training providers and the needs 
of the private sector. 
In this regard it is important to ask whether there is any evidence that either HR 
practices such as lIP or sector differences appear to account for these patterns in 
educational abilities within the workforce. Table ( 6.12 ) below shows the distribution of 
educational achievements by position when controlling for lIP status. The results appear 
to show that for both managers and employees, lIP status appears to be associated with 
better levels of qualification for both Omanis and expatriates. 
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T bl (6 12) R d c a e . e~pon ents' haracteristics - Nationality V Education V Job . . 
Education 
Cases Job Nationality 
Secondary Diploma Total School Level Qualification 
or less or hieher 
0/0 % 010 N 
Without lIP Line manager Omani 38.8 61.2 100 67 
Status Expatriate 2.9 97.1 100 104 
Total 17 83 100 171 
Employee Omani 78.7 21.3 100 277 
Expatriate 23.3 76.7 100 172 
Total 57.5 42.5 100 499 
With lIP Liner manager Omani 11.5 88.5 100 87 
Status Expatriate 4.0 96.0 100 25 
Total 9.8 90.2 100 112 
Employee Omani 35.3 64.7 100 187 
Expatriate 3.2 96.8 100 31 
Total 30.7 69.3 100 218 
When a simple cross tabulation of lIP status and educational level was tested using the 
chi square, it produced a result of 37.7, sig 0.000. This result would appear to show that 
IIP has a positive influence in terms of producing a more educated workforce, either by 
supporting a more rigorous and selective form of recruitment and selection or, possibly 
by supporting employees to gain qualifications once employed. However, as was 
discussed in the Methodology chapter, those organizations with IIP status tend to be 
operating only in the service sector and it is therefore possible that the pattern of 
educational qualifications reflects the specific requirements of this sector (more 
professional types of work) than the non-lIP status where the majority (but not all) 
organizations are involved in manufacturing. Table ( 6.13 ) on next page, therefore 
examines the educational differences when looking only at service sector organizations 
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with and without lIP to see whether the latter show similarities to the former and 
therefore showing that sector rather than lIP status is the key influencing factor. 
Table ( 6.13 ): Manufacturing, Service without lIP, and Service with lIP V Education 
I Education II Total I 
Cases Secondary School Diploma Qualification 
Level or less or hi2her 0c:J % I 010 I 
Manufacturing 47.9 52.1 100 522 
Service without lIP 45.4 54.6 100 141 
Service with liP 23.3 76.7 100 202 
Total 41.7 58.3 100 865 
- sq = 37.24 Sig. = 0.000 
Here it can be seen that there is little difference between non-lIP groups regardless of 
sector but a significant difference appears mostly due to the difference with lIP groups. 
Although it may be unlikely that all of this difference is due to lIP the level of difference 
is sufficient to suggest that it does seem to make a positive contribution and that this is a 
potential area that could be explored further for further research. 
An issue that follows from this discussion of educational qualification within the 
workforce is the potential impact on the wider Omanization process and here it is 
important not only to be able to investigate the number of Omanis being employed but 
their positions. The data above shows that they tend to be more represented in employee 
rather than managerial levels but it is now possible to look in greater detail at 
organizational positions to determine whether there are further differences to emerge 
that may also reflect the issues of qualification and capability. 
The interviewees claimed that it is difficult to replace skilled expatriates with Omanis 
because the latter do not have suitable qualifications and reasonable experience in the 
labour market: 
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If you take unskilled it is 100% .... Unskilled employees are all Omanis. 
Employees in administration will be close to 80%. Employees in 
technical will be say 50 %, Administration managers all Omanis 100%. 
Technical managers most of them are expatriates. (Manufacturing 
company, No. 41) 
Even last week I recruited 15 Omani labourers. We want them if any 
new job comes. I don't have to go to India or Philippines to get unskilled 
labour. You will find unskilled employee 96% has Omanized already. 
Now we come to skilled employees. We have to get people for outside. 
(Manufacturing company, No.2) 
Interestingly, the respondents' questionnaire comments provide different feelings and 
opinions about Omanization in their organisations. In particular there were many claims 
that the companies did not take Omanization seriously. The following quotes highlight 
some of the Omanization policy dilemmas: 
The company does not take seriously the Omanization policy. It 
appointed expatriates in administration job as secretariat, accounting, etc 
instead in technical jobs. It needs to Omanize the top management 
position as soon as possible and followed by middle management 
position. Authorities should follow up the Omanization process in the 
company and should not depend on the documents that provide by the 
company to them. It need from these authorities to visit the company and 
check. (Questionnaire comment, manufacturing company, No. 19) 
It is very important to become more close to the Omani employees 
through conducting interviews with random employees and workers. 
The Omani employees have hopes and they are very competitive when 
you give them opportunities. And it is necessary to support them 
financially and to provide them with training programmes that will 
improve and develop their professional skills. This will make them 
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interested in the work and will encourage them to continue working. 
(Questionnaire comment, manufacturing company, No 16) 
Companies should provide opportunities for employees to undertake 
academic study, and ministry [manpower] should follow the company to 
asset the training plan and Omanization in the company. (Questionnaire 
comment, manufacturing company, No. 10) 
The Omani graduates in private sector faced with many problems and 
difficulties such as difficulty to get information related to his work from 
expatriates because they afraid in future the national employees take his 
position in the department. So, the expatriate ignore any questions arise 
about the work from the Omani employee and create problems and 
uncomfortable situation for Omani employee. ... the company should 
establish centre of information in which the employees can get any 
knowledge. . .. the people who are in charge for training and 
development and Omanization are not qualified. So, it noticed that many 
of young employees resign and worked in another company because 
they gate little advantages in the new company. This indicates that there 
is a lack of managing human resource that is the most import part of 
management in the company. (Questionnaire comment, manufacturing 
company, No. 19) 
These responses are of interest because they raise many of the issues about the need for 
formal processes and evaluation the schemes such as lIP are intended to address, 
particularly with the emphasis on linking this to continuous training and development. In 
this regard, the Investors in People standard (lIP) could possibly be one factor to help to 
raise and improve the skills of Omani workforce through training and development plan 
and career development and addressing issues around work-based education and 
development. 
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Gender and Omanization 
It was mentioned above and in relation to the overall strategy of Omanization that it is 
regarded as important to increase the proportion of women who are economically active 
in the labour market. It has been shown above that lIP does not seem to have a distinct 
effect on the experiences of women, although it does raise these alongside those of men. 
It was however, considered important to give some attention to the attitudes particularly 
of employers towards the increasing of female workers and to identify the sorts of 
barriers that might be expected for the future and whether lIP could contribute to 
addressing these. 
A second dimension relevant to Omanization is the gender balance within the workforce 
as it is expected that the proportion of economically active women is set to increase. 
This issue is therefore explored below, both in terms of the existing patterns of female 
employment but also though the interview responses of managers in order to assess the 
issues that may be involved in this particular demographic change and though the 
separate questionnaire gave to female workers. Generally, there is very little known 
about the attitudes toward women at work in the Sultanate of Oman which is still 
predominantly a male-dominated society, and traditional attitudes regarding women at 
work seem to be deeply held. This traditional view of women in Arab society is that they 
should be primarily committed to the home and children (Abdalla, 1996). However, this 
traditional view is inconsistent with the current push in Oman to increase the number of 
females in the national labour market. During the last three decades the number of 
Omani women has rapidly increased in the workforce from 9.7% in 1993 to 13.7% in 
2000 (Ministry of National Economic, 2002). 
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In addition to the quantitative data on the distribution of women, the questionnaires 
yielded a number of interesting comments (final open-answer option) from female 
respondents. In general, respondents seemed to believe that the public sector was more 
attractive to female employees, in particular in relation to the provision of maternity 
benefits, predictable holidays and a regular working week which could be balanced more 
easily with family responsibilities, in addition to the other benefits such as salaries, 
entititlements, promotion, etc., also common to male respondents. The following are 
typical of the comments recorded on the questionnaires: 
The gap in salary, leave, and pension between public and private sectors 
lead women to prefer the work in public and it is needed to solve these 
problems. The Omani employee (female and man) have ability to take 
responsibility and it requires companies to encourage and motivate them 
and also the benefits and pay in private sector should be equal to public 
sector. I suggest to increase the salary for young Omani men because 
they will get married in future and the salary should not be less than 250 
OR (Omani Real)in private sector. (Service organisation, No 36) 
I believe the main obstacle which leads to women not working in private 
sector is the long working hours. So, it is necessary to review this point 
for the importance of the women to work in private sector. (Service 
organisation, No 28) 
The government should review the levies and the working hours in 
private sector. I did not have an objection to work on Thursday but care 
should be taken of women regarding the leaves giving them especially to 
public sector in order to keep and to strengthen the family relation. The 
women help financially the family; they have duties toward the family 
and taking care of children. (Manufacturing company, No 20) 
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It is interesting to note in these responses that all appear to regard the private sector as 
inferior because of the adverse effect its perceived employment practices have on the 
relationship between female working and domestic commitment. This can be regarded 
as being similar to concerns that have been raised in developing countries where female 
employment has been established for longer periods and points to the need for 
government and employers to consider the fact that females are likely to retain a heavier 
responsibility from domestic issues than men and that if they are to be effectively 
integrated in the labour force these needs will need to be addressed. 
Indeed, the female respondents from the private sector introduced many issues that were 
relevant to the particular issues they faced, including maternity leave, feeding hour, and 
regular medical checks. Most wanted employers to provide childcare facilities and 
transport facilities and to give greater recognition that women have responsibilities to 
take care of children and their families. The following female respondents' comments 
highlight on these issues: 
It is necessary to review all leave and in particular the maternity leave in 
private sector because it is very important for women. (Service 
organisation, No 36) 
They should provide early retirement in private sector for women after 
ten years of work. This allows women to take care of children. (Service 
organisation, No 36) 
Increase salary and rewards, reduce working hours, provide childcare 
facilities, and change society'S attitudes towards woman working outside 
the home as well as it should be taken into consideration the woman 
have also responsibilities at home. (Manufacturing company, No 5) 
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provide free childcare facilities for women workers and to provide free 
transport facilities. These will encourage Omani women to work in 
private sector. (Manufacturing company, No 20) 
Furthermore, it appeared from the female respondents that they felt that private 
companies give advantages to men rather than women, often showing a lack of respect 
and regard. The respondents quoted below stress these matters: 
Omani women face difficulties in getting promoted and therefore many 
leave their jobs. A lot of male workers are promoted regularly whereas 
women are not because 'the man has family, he has responsibility' or ' 
he needs it more' which makes hard working female workers frustrated 
and many of those who are frustrated will not stay in an organisation that 
does not show them appreciation and may stop working all together. 
(Service organisation, No 25) 
Private companies should respect and regard women, there should not be 
any differences between man and women in the field of work as well as 
salaries need to be reviewed. For information, women comply with their 
duties and work more seriously than man; companies should review the 
incentives and motivation systems. (Manufacturing company No.9) 
The management should respect female and provide equal opportunities 
for men and women as well as treat women nicely and not badly. The 
work for women should be reasonable and not hard. The salary should 
be not less than 120 RO and some employees get salary more than us. 
The Ministry of Manpower should follow the compames. 
(Manufacturing company, No. 12) 
There is no encouragement from the factory for Omani females and there 
is not training courses for them in order to develop their career. It is 
needed to reduce the working hours for females to encourage female 
workers to work in a factory. The expatriates should treat them well and 
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respect the females because they treat females like servants working here 
and not as employees. (Manufacturing company No.8) 
Regarding these comments there are two points worthy of noting. The first is an attitude 
towards expatriate's attitudes towards women (that was repeated in other comments but 
less explicitly) that seemed to reflect a tension that related to cultural traditions that 
might have been not shared by expatriate workers. As has already been discussed there 
are wider reports of social tensions arising from cultural differences with expatriate 
workers and if the number of female Omani workers increases this may be a particularly 
sensitive area that could cause severe reactions both from female and male Omanis. This 
potential was exposed in one of the comments from a male expatriate where there was 
demonstrated a clear resentment against the further employment of female labour: 
Instead of Omanization, 'Womanization' is prevailing in Oman. I'll be 
glad when the Sultanate regime can improve 'Menization' in private 
sector and others. (Manufacturing company, No. 11) 
Given the dominance of expatriates in managerial positions especially in non-liP 
companies, this may be a significant reason for the negative comments of the women 
above and that might not be captured on the normal questionnaire responses where 
respondents may assess the various statements in a more general or impersonal way 
rather than relating their views to more specific managers. Also it may be that 
respondents reacted to the questionnaire statements in terms of their perceptions of what 
was provided by the company as a whole rather than relating it to the experiences of 
particular groups, which would explain the absence of significant statistical differences 
between men and women within the lIP and non-liP groups. Alternatively, it may be 
186 
Chapter Six: Descriptive Statistical Analysis and Interview Data Relating to HR Practices 
that the comments reported above are untypical of female respondents in general and 
reflect only those who had strong views on the issue. 
Second, the issues relating to training was mentioned and this was an issue that several 
respondents also commented on specifically. The following are respondents' 
questionnaire quotes which indicate the importance for improving the training system in 
their companies: 
I worked seven years in a secretarial job before working in this company 
as a technical assistant in a laboratory. I worked four years in the new 
job and did not get any training course. (Manufacturing company, No 15) 
Give more chance for women to prove themselves. Give more training 
and courses related to working area and teach the new staff all the work. 
Increase salary as the life is getting much more expensive. (Service 
organisation, No 25) 
I like to work because it expands my mind and pushes development 
forward in this country. Omani working women should receive more 
training and recognition in Oman. (Service organisation, No 35) 
Overall the responses from Omani women suggest that there remain issues in relation to 
employment opportunities and the recognition of the particular problems that women 
face. It was, however, that few negative comments were recorded as coming from 
women in lIP recognised organizations. This cannot be regarded as a strong conclusion 
as responses were voluntary, but it does reflect the already emerging picture of the main 
difficulties for both males, and quite likely more so, for women as being most 
established in the manufacturing sector. This theme will be further explored in more 
detail below. 
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But turning now to the views of the interviewed managers regarding female 
employment, it appeared that in both manufacturing and service sectors Omani female 
workers were regarded as capable, committed, very focused, intelligent, and more 
attentive to production than Omani men. However, at the same time, respondents 
highlighted that their full potential was often not to be realised because of barriers that 
prevented many Omani women from joining private companies (such as overtime and 
night shifts, family and culture issues). In many cases it seemed that despite recognising 
the value of women as potential employees, employers felt they had limited options to 
make the changes that would significantly increase the numbers employed, leading 
many manufacturing companies to remain dependent on Omani men and expatriate 
workers, or restricting them to 'service' roles (administration, sales, etc.). The following 
quotes are explaining these matters: 
I should say they [Omani females] are very hard working basically and 
they are sincere in their work. .. , So that's why we found them to be 
more effective in the shop floor we are trying to use more of them, the 
only problem we have with them is that you can't now make them work 
beyond the particular time after that they would like to get back. ... I 
think may be any Omani women will have their own social factor ... . 
They have to take care of their household also. They have to take care of 
their family .... So naturally that will be the constraints. (Manufacturing 
company, No. 39) 
I cannot ask her to come in the B or C shift that is one, means in the 
evening shift and night shift I cannot ask them to come and even at times 
there are demands she has to work a little more up to 7 or 8 o'clock 
(Manufacturing company, No. 15) 
Based on my experience sometimes they are much smarter than men, in 
administration work, best accounts I have is women so technically they 
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prefer only administration work they don't like the factory. On the 
administration side women are very good, good qualification, very often 
more interested in that work, less turnover, they don't keep changing and 
more interested in desk work than a man, a man likes to move. ... I think 
it's more a culture. Actually I lost two good people because their 
husbands wanted them to stop working, qualified, very good accountants 
we finance them to do technical training, but its more a culture, the 
family, probably husband and family so they left, one left last month it's 
a big loss, because she was very good qualified person, she's not allowed 
to work. '" Culturally it will not work out. (Manufacturing company, 
No.1) 
In our company the entire quality control lab is Omani women, entire 
secretarial base is Omani women, and we get some very good Omani 
women in accounts and we need people in collection. We don't send 
Omani women for collection so there are Omani men. ... So many 
departments are 100% Omani women and they work harder than men. 
(Manufacturing company, No. 40) 
On my frank opinion I prefer them [Omani female] to the men because 
they don't make any problem. They come on time; they go their do their 
work only problem is I think in the night and second shifts you can't use 
them because two shifts its time for them to go home. So I have to keep 
them in general shift. (Manufacturing company, No. 24) 
It is notable that in the one manufacturing case where females were employed on the 
shopfloor, this move had been inspired by the company's experience in Malaysia where 
female engineering employees are common: 
Initially when we came into the country [Oman] we were told that Omani 
ladies may not or will not work with us because of the type of industry 
that we are in, this is an engineering industry even though its is fairly 
light work in most places it is an engineering industry requiring skills 
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which predominately are thought to be only kept with males but as I said 
earlier because of our experience in Malaysia we felt that female should 
be given and equal opportunity and during the interviews in the initial 
period, opportunities was given to both and we just felt that initially we 
would tryout the female employees and as I mentioned earlier they were 
trained by [name of institute] and we took them on. '" We right now 
have 13 female employees out of our total strength of 55 and they have 
contributed significantly to all areas of the factory in the press shop in the 
stock welding area in the paint shop both for the pre treatment area as 
well as for the parking area they have contributed significantly we even 
have some female employees operate folk lift. (Manufacturing company, 
No. 12) 
It is interesting that this respondent appears to locate the problem with cultural attitudes 
about socially acceptable roles which appear to be deeper than the simple constraints 
mentioned by most other respondents, and in this regard it seems that the ability to see 
differing behaviours and possibilities operating in different cultures (but still with a 
strong Islamic ethic such as Malaysia) may be an important stimulus to questioning 
traditional practices. This is an interesting insight given that Oman has tended to be a 
relatively insular country, particularly for smaller employers, and it may require the 
broadening of outlooks to make significant change in this area. 
Indeed, when looking at the service sector, where there were more companies with 
international exposure (e.g., banking, hotels) and with less traditionally 
gender-segregated roles, it appeared from the interviews that female labour was easier to 
find and more easily accommodated. The interviewee in the bank explained that the type 
of work they offered was generally attractive to female employees: 
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On the attitude side I think they are equally good and you know equally 
in fact sometimes you find the females in fact specially on the customer's 
service they are better than the man because of their nature of coolness , 
quietness not you know, shouting so generally but the overall attitude is 
very good .... Well, again, I mean the attitude is not an issue of course 
there are some, as we would know because of the cultural and family ties 
and the religion issues. There are some difficulties in transferring them to 
areas which are away from their homes which is not the case with the 
men. But that we can deal with it. ... I think the main reason probably is 
first of all the salary levels is one of the main reasons probably, secondly 
that the Banks working hours are one shift most of all the Banks are one 
shift. Now we are the only Bank who has done as part of the motivation 
of the staff and to spend more time with their families to do their social 
work, their personal work so I think that has worked well, so that's 
probably the two reasons and I think also that the Banks usually they are 
better from other organizations. (Service company No. 25) 
It was also noticeable that hotels did not report problems with Omani females in spite of 
its requirement of shifts and serving alcohol. 
Omani females we have 48, males we have 263 and we have 37 
expatriate ladies as well. We need them everywhere ... actually if you 
look at it we have in front office 14 Omanis it's almost 40%, security we 
have one Omani very qualified lady we have, we need more, yes, we 
need. In kitchen if you look at it Omani ladies we have 6 Omani ladies in 
the kitchen and let me tell you these six Omani ladies work better than 
the Omani men. I am sorry to say but that's a fact. They are on time, they 
don't action themselves, they work and produce, they don't chit chat they 
do their job, they do their job well. (Service company No. 26) 
Particularly with hotels there is also again an international dimension as most are run by 
international chains that have well established HR procedures relating to terms and 
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conditions and experience of working with a mixed gender workforce in most areas of 
operations. 
In addition to this data however, the researcher also administered wherever possible an 
additional questionnaire for women employees (see Methodology chapter) to provide 
insights from women themselves. This is the first time to the researcher's knowledge 
that an investigation of specific women's experiences of employment having been 
undertaken in Oman. It therefore represents a valuable insight into attitudes in this area 
of the economy that is needing to change. As it will be recalled this produced a response 
of 203 respondents, 67% from manufacturing companies, 14% from non-lIP service 
companies, and 19% from lIP companies. The results will be first reported descriptively 
and then analysed in terms of differences relevant to Omanization and employment. 
Of the 203 respondents it was revealed that 95% were forty years or younger, 48% were 
single, 78% had secondary qualifications or higher (although only 16% had a higher 
education qualification), 70% worked in an administration job and 94% worked full-
time. In this respect the sample appears to reflect the fact that female employment in 
Oman is a relatively recent development (hence the relatively young age of respondents 
(71 % being under thirty) and that employment is mostly in clerical and administration 
areas rather than manual or technical fields. Fifty five per cent had no children these 
being mostly the single women. Forty per cent kept a domestic servant in their home. 
The survey asked women to rate the relative importance of various reasons for working. 
Here it was found that 95 % rated 'Supporting the family income' as Important or Very 
important; 80 % rated Being independent' as Important or Very important; and 68 % 
rather 'Keeping busy' as Important or Very important. This suggests that it is 
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increasingly the case that as material conditions have improved in Oman, it is now 
becoming increasingly important for individuals to have employment as a means of 
maintaining the income levels of their family groups and being able to continue to 
enable an increasing standard of living. This would appear to be similar to patterns 
found in other developed countries. Also of interest was the response that stated 
'Independence'. Those who rated this as Very Important were mostly the single women 
(46%) followed by married women (42%). This may suggest a change in social attitudes, 
at least among women, many of whom may now regard employment as a means of 
maintaining their own position in society rather than the traditional Arabic view of the 
woman's place as being to be under the responsibility of her husband or father within a 
domestic family setting rather than as an independent individual. This suggests an 
important drive for the Omanization process since this requires more females to enter the 
labour market and these results suggest there is a motivation to do this that is driven by 
economic needs but is also strongly influenced by the desire of women to establish their 
own social positions. However this raises the issue already discussed above that whilst 
the supply side of the female labour market may be strong, there may be a question of 
the readiness of the demand side, this is the ability of employers to satisfy the aspirations 
of female employees. As was noted above, many individual employers appeared to 
appreciate the abilities and application of Omani female worker, often regarding them as 
more reliable than men, but that this did not necessarily get reflected in completely open 
employment practices and opportunities, a view that was commented on by some 
women. To what extent therefore, were these comments reflected in the views of the 
larger sample? 
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For many respects the results of the survey confirm the views expressed from the 
comments of the main study as discussed above. Firstly almost all females (96%) stated 
that they believed that women employees possessed a strong work ethic, were 
conscientious in their work and were reliable and hard working, but 62% believed that 
although they appeared to be valuable employees, that women were willing to accept 
lower salaries for similar jobs than men. Indeed 80% earned less than the relatively 
modest income of 400 RO. Forty per cent claimed that their employers provided them 
with no form of training, only 3% claimed there workplace had any childcare facilities 
and almost 60% claimed not to be able to have flexible working hours. Similarly 60% 
claimed that their employer did not practice equality of opportunity for female 
employees and 66% claimed that females in their organization did not have fair 
promotion opportunities. 
In addition to the views of women in relation to their particular workplaces the survey 
also produced opinions on labour market issues of a more general kind. Here it was 
revealed that 64% of females felt that it was difficult for a woman to be able to move 
between different jobs with another employer. The reasons for this view were not 
covered by the survey but it is possible that it may be perceived more negatively for a 
woman to be changing jobs than a man because for women there is a social expectation 
of loyalty and respect for an employer (male) that would cast her in a bad light if she 
were seen to be merely changing for economic gains. This however must be a tentative 
reason that requires more in depth research to determine with precision. However it may 
also relate to another finding revealed by the survey which was that 67% of females felt 
that their job opportunities were restricted by difficulties associated with the restrictions 
deriving from Islamic principles relating to the regulation of working environments 
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where men and women may be mixed. It seems likely that women here felt that they 
were restricted to environments where most other employees were women and where 
working contacts with males were carefully regulated in order not to contravene 
prescriptions for mixing of the sexes. This may account for the concentration of women 
in administration and clerical work which traditionally has been a female area of 
occupation. This is likely to be an issue that will be difficult to resolve and is likely to 
remain restricted in some degree (although to a lesser extent than societies such as Saudi 
Arabia). A related finding related to the view of 84% of female respondents that they 
found it difficult to move between cities. Again this is likely to be a result of the social 
attitude against single females travelling alone and being unaccompanied by a male 
family member when outside of the family environment which, although tending to be 
relaxed in 'home' areas, remains an issue when moving into areas where there are not 
family connections or contacts with relatives. In terms of the more general labour market 
issues, 68% of the sample expressed the view that for women more account needed to be 
taken in the workplace for the expectation of domestic responsibilities, which tend to be 
still mostly regarded as the responsibility of women rather than men. Indeed 69% 
expressed the view that it would be advantageous for employers to offer more part-time 
working opportunities. Most strongly, 99% felt that there should be better opportunities 
for women to obtain knowledge and skills relevant to the workplace and 97% stated that 
they would like to see changes in employment legislation to protect better the rights and 
opportunities of women. 
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Size 
It will be remembered from the analysis above that size appeared to play little effect in 
marking a difference between respondent's experiences of HR practices when large 
organizations were compared with SMEs. However this fmding appears to be contrary to 
many results from the literature review which generally reports studies that have found 
employment practices in smaller companies to be less sophisticated than in larger 
companies. Although the results seem to suggest that size is not largely a significant 
factor, it was decided to explore this issue in more depth to determine whether there 
were variations that were disguised by the use of the total score for HR experiences and 
by the combining of small and medium sized organisations into one category. Although 
the previous patterns suggest these differences, if they are found to exist, are unlikely to 
reflect significantly on the distinctions between lIP and non-lIP organizations, they may 
have relevance in terms of the readiness with which different sizes of organizations may 
be able to move towards lIP if this is considered a desirable objective. 
Initially therefore, independent sample t-tests were conducted between each of the size 
categories covered by the survey in relation to the total HR scores. The results are 
presented in table ( 6.14 ). 
t t Table (6.14): Differences in mean of Total HR comparing different Size, sec or, ca egones 
I "1 II 2 I 3 4 I 5 " 6 1/ 7 I 
1 - NS NS .01 .04 .00 .00 
2 NS* - NS NS NS .00 .00 
3 NS NS - NS NS .00 .00 
4 .01 (2.71) NS NS - NS NS .00 
5 .04 (2.06 NS NS NS - .00 .00 
6 .000 (4.9) .00 (5.42) .00 (5.6) NS .00 (4.26) - NS 
7 .00 (7.79) .00 (12.2) .00 (12.5) .00 (3.08) .00 (10.2) NS -
mall Service witho 1 = Small ManufactUring; 2= Medmm ManufactUring, 3- Large Manufacturmg, 4 ~ . . . ut 
lIP in Private Sector; 5= Large Service without lIP in Private Sector; 6= Small Service with lIP m Private 
Sector; 7= Large Service with lIP in Private Sector 
( ) = t test result NS*= Not Significant 
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Here it can be seen that it is the very smallest organizations (manufacturing companies 
without lIP) that show the most different profile, showing significant differences in 
scores with all other groups except medium and large manufacturing companies without 
lIP. However in the case of the latter the differences were approaching significant levels 
although not sufficient to be regarded with safety at the .05 level. In all other cases the 
only significant differences were between the lIP and non-lIP companies. However 
although this suggests that smaller companies do provide HR practices that are 
perceived more negatively by staff thus the differences are not large. It was therefore 
decided also to explore whether the differences between groups were consistent on each 
of the components of the HR model in order to ensure that a common total score was not 
comprised of variations between the different constituting elements, i.e., to reveal 
whether quantitative similarities in aggregated scores were hiding qualitative differences 
in the types of HR provision that were being experienced by respondents. To examine 
this it was decided to examine the data graphically using a line to represent the score for 
each component of the model so that the pattern of scores could be exposed for each size 
grouping. This is provided in Figure ( 6.1 ) on next page. 
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Figure ( 6.1 ): Components of the HR Model 
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Service without lIP in Private Sector; 5= Large Service without lIP in Private Sector; 6= 
Small Service with lIP in Private Sector; 7= Large Service with lIP in Private Sector 
Here it can be seen that the graph reveals an interesting pattern that was not apparent 
from the examination of the aggregate total score alone. It can be seen that for the 
smallest organizations the lines representing each component of the model are widely 
spread showing a wide range of scores and considerable variation between them. 
However, as the lines progress through the size sector groups there is a clear 
convergence and it can be seen that there is a high level of consistency between all 
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elements in the lIP companies and especially the largest. Although there appears to be 
some difference in the absolute values of the scores between manufacturing and 
services, the pattern of convergence is consistent with large manufacturing companies 
being more consistent than the smaller ones and likewise for small and large service 
companies and with lIP companies being the most convergent of all. These findings 
would appear to support the view that there is less consistency of fit between HR 
practices in the smaller organizations and that this could be a result of factors such as the 
greater informality within small units that does not require formal HR practices in many 
areas or as a result of the employer deciding that such practices are unnecessary and a 
restriction on his authority, or because of the lack of formal management structures that 
provide specialist functional expertise beyond that of the owner-manager. Although the 
reason cannot be decided from the above data, the results do show that the highest scores 
are in the area that relates to relationships and the lowest scores associated with formal 
HR practices such as performance management, payment and training provision. 
Although the data itself does not give a clear picture of the nature of employment in the 
smaller companies, the observations made by the researcher when he visited these 
companies to interview the owner-managers (and the results reported from these 
interviews above), can provide an overview of how the management of HR appeared to 
be conducted. It must be emphasised that these impressions were formed though 
observations on usually single visits and must be treated with caution but they do appear 
as consistent with findings in the literature (discussed above), but also recognising that 
these are broad generalisations and there may be exceptions where owner-managers 
adopt greater sophistication in the application of HR techniques. However from the 
present study the following observations broadly represent most of the smaller 
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companies visited without lIP in the manufacturing sector (i.e., those producing the most 
diverging scores and the lowest total scores). 
1. A reliance of informal evaluation of workers' performance usually undertaken by 
the owner-manager or supervisor personally, with results seldom recorded or 
used as part of an overall attempt to manage performance other than on a 
day-to-day basis. 
2. Where evaluation does take place it tends to focus on factors such as attendance 
and time-keeping rather than on the actual performance in terms of inputs or 
outputs or in relation to organizational objectives and any formal manner. 
3. Training is offered in a limited manner in relation to immediate job demands and 
does not form part of a structured programme and with no link to systems of 
appraisal. 
4. A dominant view that HR provision, including payment, was limited by a lack of 
financial resources and the unstable nature of the business markets. 
5. The informal employment practices were strongly influenced by the preferences 
and experiences of the owner-manager and there was little feeling that other 
staff, especially at lower employee level, had any legitimate right to be involved 
in such decisions. 
6. Business strategy tended to focus on turnover and profit and markets with no 
formal links to HR policy or practices; the latter was considered a 'soft' benefit 
and a luxury that a small company could not afford, i.e., a means of responding 
to staff rather than furthering company strategy. 
7. There was often however a strong sense of loyalty and respect showed by 
workers towards the owner-manager often because workers in these companies 
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were lacking in formal qualifications and therefore had limited opportunities to 
find employment in other companies. 
8. Although owner-managers regarded it as their right to determine the nature of 
employment policies without any involvement from employees, they often did 
believe that they took employees' needs into consideration and saw that they had 
a responsibility to 'look after' them. Often this involved socialisation both inside 
and outside the workplace and the establishment of close forms of 
communication, although these were often more focused on general issues and 
personal matters rather than dealing with HR matters within the company. 
On this basis it appears that the approach adopted by the least sophisticated of the small 
organizations (in manufacturing) is consistent with what has been termed by Goss 
(1991) as 'benevolent autocracy'. Here the approach to all aspects of the business is 
determined by the experience and interests of the owner-manager although there is a 
recognition of the need to look after employees provided they do not challenge the 
employer. However this level of care for employees tends to be determined by tradition 
and resources rather than being linked to issues such as strategic business needs or 
regarding employees as a resource with value to the development of the business other 
than the ability to fulfil a specific job. In this respect, it may be considered that such 
employers may be the most difficult to convince of the benefits of lIP as this challenges 
their personal control and authority over all aspects of the business by attempting to 
impose formal objective processes assessment instead of reliance on personal judgement 
and discretion and, in addition, suggesting levels of involvement in business decisions 
by employees that may be regarded by the owner as his sole responsibility. The 
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challenges that such small companies present for the spread of lIP will be considered in 
the final chapter below. 
Conclusion 
The analysis above shows a number of issues relating to Omanization and the potential 
of an initiative such as lIP. In particular, it shows that there is scope for considerably 
more Omanization that has currently taken place, where the present emphasis has been 
in unskilled areas which are easiest to fill. This is confirmed by the apparent difficulties 
encountered by organizations in securing Omanis with appropriate educational 
qualifications and skills and, to some extent with an appropriate work ethic. In the latter 
regard it was found that employers responded positively to female employees although 
their employment in some traditional areas still presented difficulties for both employers 
and for employees themselves. Taken overall, however, it appears that there is the scope 
to increase Omanization by reducing dependence on expatriates, particularly in the more 
skilled and technical areas of employment, but that this is restricted in practice by the 
employers' perception and experience of difficulty in finding nationals with the 
appropriate qualifications and experience and by the related issue about the provision of 
education and training to workforce entrants. However, as the last set of comments also 
suggest, there may also be issues that are deeper than simple demand and supply 
mismatches in the labour market and that extend to cover the operation of actual HR 
practices within organizations (an issue also raised by female employees) and therefore 
it may be here that as the foregoing analyses have shown lIP may have a positive role to 
play 
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Introduction 
The above chapters of results have showed that it is apparent that lIP does appear to be 
associated with differences in orientations to HR practices in terms of positive and 
negative outlooks although it has not been possible to conclude that it is the cause of 
such differences. This chapter cannot answer such a question in a conclusive way but it 
does attempt to add clarity and some possible suggestions by examining the responses 
from the senior managers in the private sector lIP companies. As will be shown it is 
suggested that lIP may not be the only cause of more positive orientations and that this 
may be due in significant part to an existing culture within an organization, but it is 
suggested that even where this is the case, if lIP is developed within such a culture it can 
produce benefits that enhance even already existing sophisticated HR practices. In this 
chapter, first an account will be given of how each of the four private sector companies 
explained their use of lIP and its effect. Table (7.1) illustrates general information about 
these lIP organisations. Following from this, the patterns described will be linked to 
organizational culture theory of Goffee and Jone (1996). and tested using a limited range 
of statistical data. Finally the conclusions will be drawn in terms of key themes that 
appear to reflect the operation of the lIP process in the Omani context. 
I C Table (7.1): General Information about Four I P ases 
I Cases 
I No. of 
. EmJ!lc!yees 
Date of receipt of I 
lIP Standards Legal Status I 
Received the lIP Part of an international education body, 
Case Number 1 62 standard in 2004 based in the UK, with its Oman office in 
Muscat 
Recognition: 2003 Small service organization from the private 
Case Number 2 28 Certified: 2006 sector, Joint Stock Company, Part oflarge 
group. 
Recognition: 2003 Large service organization from the private Case Number 3 1200 Certified: 2006 sector, Joint Stock Company, 100 branches 
Recognition: 2002 Public Service organization, Yearly budget 
Case Number 4 35 Certified: 2005 from Govt of Sultanate of Oman but does 
not follow Civil Service law. 
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Case One 
This organization was one of the first to introduce lIP in Oman and was inspired to do 
this as a result of an initiative from its UK head office. It was in fact intended to serve as 
a pilot project to determine whether lIP would be suitable for Oman. The organization 
being mainly professional tended to have an already participative style of management 
and a relatively flat structure with many of its practices being determined by the head 
office HR expertise based in London. In this respect therefore, it is likely that the 
introduction of lIP was in a more advantageous position, being familiar with UK HR 
practices than organizations without this connection to the country of origin of the lIP 
standard. 
Indeed it was stated in the interview that one of the advantages and strengths of lIP was 
that it could be used as a method of improving existing HR systems that were regarded 
as effective rather than requiring completely new systems. As the respondent explained, 
an advantage was the ability to adapt the Standard framework to match existing good 
practices: 
I find lIP very useful indeed. Mainly because lIP does have a structure or 
framework but it does not say you have to have these meetings and you 
have to do this. So of course having a structure is one thing, the other 
thing is actually really implementing that structure and making all staff 
realize how it's important that they take part and they are active. That is 
where lIP is important. lIP helps me to make sure the structures we have 
work effectively and all staff are involved and are playing a part. So the 
main thing to me is that lIP helps to operationalize the structure that we 
have and gives me a context, a noble frame work in terms of the main 
areas, the planning the implementing, the evaluating, to make sure that 
this goes on. 
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This makes an interesting point that relates to the issue of the causal role of the lIP 
standard in raising the quality of HR practices where it was stated that it the potential 
difficulty of determine in whether lIP was the cause of better HR practices or whether it 
was only companies with already good HR practices that tended to take on IIP. In this 
case it seems clear that the organization had well developed HR practices, and certainly 
by the general standards of Oman, before it introduced lIP. However, as the respondent 
above also shows although it may be that IIP can build on existing good practices, it can 
also have the ability to improve upon these. As he stated: 'Our objective in working with 
IIP was to operationalise and make good use of our systems - it is very easy to have a 
system in place but is it embedded, is all our staff using that system properly? That's 
how we have used lIP to make good use of lIP our systems not to change our systems.' 
In this respect although it may be an easier journey for a company with already 
sophisticated HR practices to embrace lIP, it does not mean that this is merely an 'empty 
gesture' or an attempt to simply get a formal qualification that could be used for 
marketing or formal purposes of compliance. For instance as the respondent explained: 
'The changes are just as important as getting the standard in many ways. It's good to get 
a standard and it's good to have a focus because actually it's what you do in order to get 
there, and that's the important thing. ' 
Indeed the respondent was able to point to specific areas where the adoption of IIP was 
attributed to have made significant improvement in terms of developing existing 
programmes and in improving the understanding of managers and employees in terms of 
the relevance of HR issues and thereby making better operationalisation of the practices. 
For example: 
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For example one of the key areas that we improved as a direct result of 
lIP was our induction program. We know that it wasn't as good as it 
needed to be but it was because of lIP that we focused more on this and 
to improve our induction program for example the area .... training 
another area that's improved with lIP is to make the staff realize that 
staff development and lIP is the word learning which we like and the 
idea is that people have lots of learning opportunities but it may not be 
what they call training. They tend to think that training is when they go 
on a course, but throughout the year there is lot of learning opportunities 
and development opportunities that they have. The third area where liP 
has really helped us is with appraisals and so on, lIP made us focus a lot 
more. So it's in these ways that lIP has particularly helped us. 
However, in a more subtle way the respondent also pointed to the way in which lIP had 
altered the culture of the company and in particular the values of managers where it was 
seen to have helped to make clear that the management of people was an important part 
of the manager's role as well as the efficient management of processes: 'It's important 
for them, its part of their job plan, it's important for them to ensure that they are 
providing the development of learning opportunities for their staff and staff also know 
that it's not that risky.' However, this respondent was also clear to articulate that this 
was not merely a process of top-down management responsibility but that it was 
intended, by encouraging managers to take most seriously their responsibilities for 
managing people, also to encourage lower level employees to follow in this example and 
to take responsibility for managing their own actions and to work more closely and 
responsibly with colleagues. Thus: 
If you are a member of staff, may be you are in customer service day, 
you don't have to sit here waiting for your manager to tell you, oh, I am 
going to give you this training, I am going to give you that training. No. 
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All staff has to take their responsibility for their own development and 
also their colleagues as well. It's not just the manager who has to. 
As was discussed in the earlier chapters this is an attitude towards work that has often 
been regarded as being in opposition to the Arabic tendency to prefer to be dependent on 
receiving instructions from more senior levels and to avoid risk-taking actions that might 
challenge the power of individuals who are seen to possess hierarchical power. 
However, from this respondent's position there was a willingness of staff to work in this 
more responsible way and it was seen as a positive contribution towards staff morale: 
I think it has a positive impact on staff motivation because lIP 
encourages the organization so that all staff feels that the organization 
is interested in them and is interested in their development and wants 
to help them develop well and that's very important and that's where 
I think that liP helps in motivation. Staff feels more enabled they feel 
more ready to make these suggestions about their development. So I 
think in that sense it was very positive. 
Certainly also for this respondent there also appeared to have developed a strong 
personal commitment towards lIP and this appeared to be more significant because it 
appeared to start actually through the process of working with lIP rather than as a 
previous commitment to make it succeed having taken a decision to adopt it: 
It was only once I started I realized the usefulness of lIP and I 
became personally committed to it. It's completely integrated into all 
about day to day work so that's when you become committed to it 
and that took a few months to understand what benefits it could 
provide. For me as a Director it's important the staff say that I am 
100% committed to it because then they will say it's important for 
your organization as well and that will help them with their 
commitment. 
208 
Chapter Seven: Qualitative Data Relating to the Process of Adopting liP in the Private Sector 
And in the final instance to confirm this commitment the respondent was keen to 
emphasise that he was prepared to act as an ambassador for lIP and that he would 
suggest it to other employees, particularly as part of an Omanization strategy: 'If I was 
talking to a director of an organization in Oman and they had concerns about 
Omanization and they felt it wasn't going fast enough, I would recommend them to 
consider going for the lIP standards as a way of helping them in Omanization.' 
Case Two 
In the second case, there was again an emphasis on the fact that lIP was not introduced 
merely as a means of being awarded a formal qualification or to impress other bodies 
such as the Ministry of Labour. Although it could be possible to suggest that this is a 
rationalization of real motives at the time, it is still potentially significant that even if 
this was the case, the subsequent experience of lIP would seem to have changed this 
evaluation to recognize its relevance to the business. For example: 
Ministry hasn't told us we have to do it we are a private sector company 
we are not under any rules or regulations by the Government why do we 
do it, one of the reasons we do it is our core business, its the training and 
development of young people for hospitality and travel industry. Its not 
somebody coming in from UK with an lIP logo, it's a business issue if we 
can do it we can pass on to our customers, simple as that. 
Also in a similar way there was an expression that even if managers were not initially in 
support of lIP or were sceptical about its use, there tended to be a relatively quick 
recognition of its potential benefits. Thus: 
I think usually lIP often has a resistance from management usually 
because very often its management the has to change sometimes the way 
they think and the things they do it also creates more work for 
209 
Chapter Seven: Qualitative Data Relating to the Process of Adopting liP in the Private Sector 
management so usually in an organization it's the managers who 
sometimes will say, you know. But no, I think overall it created a much 
more open environment. 
In this case the respondent made a connection between lIP and ISO, making the point 
that lIP could add a different dimension to the ISO focus on systems and conformity to 
standards. In particular he emphasized how lIP encouraged creativity rather than simple 
conformity as it was important to ensure that the organization could respond in ways that 
reflected the need for employees to grow and develop, rather than only following a given 
pattern of process standards. This was expressed as follows: 
Absolutely because the difference with lIP and ISO is ISO is about 
systems lIP is about people. ISO you can go through the paper work and 
check its all ticked and dated and everything else, lIP you talk to the 
person. However, in a small operation you have a problem because there is 
a limited amount of development that you can provide, if you have only 30 
people you cannot promote everybody and so the development has to be 
imaginative - you can help someone to develop and you don't necessarily 
have to promote them and we said very clearly in the beginning this in not 
about salaries, this is not about judging peoples net worth, this is about 
development of people, ok 
This emphasis had it appeared also caused managers to think seriously about the wider 
development of the organization and in particular about its structure in response to its 
need to grow because of successful trading. In this respect it can be seen that the impact 
of lIP appears to have extended beyond the simple providing of development 
opportunities for staff and to have influenced the wider nature of the organization and its 
method of working in a way that might have been unlikely to have happened without 
exposing to the Standard. In particular it can be noted that the solution adopted by the 
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company can be regarded as potentially significant in the context of developing 
Omanization as it focuses on greater involvement and participation of employees and the 
creation of new positions that encourage wider involvement rather than simply 
producing the typical hierarchy of authority often associated with the Arabic style of 
management and its preference for clear authority to flow from senior positions down to 
employees rather than in the opposite direction. Thus: 
One of the recommendations we have from lIP when we got it was that 
because we were a growing company we have to be careful on the 
structure because otherwise the structure is going to get to unwieldy. So 
what we did was we created a new line of team leaders and that has been 
very effective because now those team leaders meet on a weekly basis to 
discuss lots of issues and then they have what we call box sessions in 
departments providing information to everybody right on to the lowest 
designation. 
In terms of the respondent's personal reaction to lIP there was an interesting emphasis 
on the benefits of its practical nature, but that these benefits only emerged for the 
respondent after the practices had been tried and the initial scepticism he reported had 
been overcome through practice. In this case this reaction is potentially significant as the 
respondent came from a very applied background in management and was operating in 
an industrial sector where practical performance is valued first rather than abstracted 
principles. He expressed himself interestingly on these ideas as follows: 
I am not a scientist, I am not a theorist, I am from a hospitality industry 
we are people who think logic, straight, clear so whenever I am doing a 
system, I have to get it in my mind how it is going to work and if it is too 
theoretical I am not interested in it and in fact when I first came to lIP, I 
thought you know, its not for me, its to, its all about theories and 
everything else, once I got into it I understood how I could actually make 
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it into a practical tool, so what we do clearly, we start from what we are 
doing as a businesses, what is this business about and we have our simple 
objectives that we are hear to train and develop people to a good standard 
and quality 
As with the first case above the respondent had no difficulty in identifying benefits that 
he believed were the result of the adoption of the lIP standard and pointed both to 
improvements in the existing systems that had operated before the adoption of the 
standard and to changes in performance in relation to a key measure of HR practice. 
This he expressed as follows: 
On the selection process we are now looking for somebody who can be 
developed, we don't want anybody who's just going to stay where they 
are and therefore we'll be looking at the key skills because we have this 
strong development system ... if you said to me, ok how do you judge 
the success of lIP? I would say possibly one of them is on our labour 
turnover, despite the fact that actually our people work quite hard we are 
not in an easy job here we work long hours we are in here by 7.30 in the 
mornings we don't get out before 5.30, its 5Yz days in a week per often 
difficult working, but yet we retain our people. So we judge part of our 
success on that. 
In terms of the effect that lIP had on employees this respondent was clear in pointing to 
the issue of responsibility and accountability which he felt had changed significantly and 
was often quite different to the attitude experienced in other Omani organizations where 
there was claimed to be little interest in the achievements of the work or the individual 
but merely in time serving and appearing to be doing work but without any real purpose 
or commitment. This he expressed as follows: 
they feel that they are contributing and are treated in a good and 
respectful way but that they are accountable. Now I seen this is what I 
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sometimes .... with due respect, sometimes in the Ministry where 
somebody does a job and if they do it bad nobody is bothered so why 
bother, you know, what's the difference. People there lack motivation , 
because they are saying well, what's the point in working hard what's the 
point in doing it, nobody looks at it, nobody says well done, that's a good 
job, so if I do a goodjob or if I do a bad job it's the same. 
This respondent was also clear that lIP once it was gained became a practice that was 
embedded in the normal activity of the company so that it did not appear as a potentially 
formal or routine procedure but as a part of the culture itself and he gave instances of 
where it would now help to shape decisions but would do so in what appeared to be a 
natural and constructive way rather than being a result of a felling to need to be 
following a mechanistic procedure. Thus: 
We'll sometimes say, ok since we are an lIP company we should 
therefore be looking at doing this rather than this. So it helps us to make 
decisions but I don't think we think about it everyday, you know we are 
not chanting lIP everyday, but I think most people are very, very proud 
of lIP and people understand what lIP has brought to this company. 
Finally in relation to the relevance of lIP for the process of Omanization, this respondent 
was like the respondent in the previous case, and convinced that it could help to playa 
constructive part for organizations: 
Omanization is about the development of the local population, lIP gives 
us this structure for that development to ensure that its been done 
properly and that you are giving the people on the development part 
every opportunity to succeed because that lIP system provides 
opportunities for communication, information, discussions, so that those 
people you have a real good picture about what's going on and that's got 
to help Omanization, it helps my Omanization. 
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Case Three 
As in the other previous cases above, the respondent in Case 3 explained the adoption of 
lIP in terms of the need to meet business objectives and to relate HR practices and 
especially training to these needs. As with the other cases and, as mentioned above, the 
articulation of this purpose was clear and given in the interview without hesitation. 
Thus: 
You know, lIP is investing in people, how you develop your people in 
order for you to be able to achieve objectives and these objectives are 
business objectives. Before we used to have our training as and when the 
people wanted, now we need to clarify the business needs, the training 
should be in line with the business objectives. 
Also in a similar way to the previous cases, this organization had experience of ISO and 
also explained how the connection between these two systems was perceived. As was 
also mentioned above, there appeared to be an initial uncertainty about whether lIP 
would be compatible with ISO or whether it was actually a necessity but here again the 
experience of developing the Standard clarified how the two systems could work 
together to complement each other and produce added benefits from this. For instance 
this was expressed by the respondent as follows: 
It was a new concept to the [name of organisation], we had ISO and then 
lIP came and it was difficult for us to buy in to lIP while we already were 
developing ISO. And then we came to understand lIP is in line with ISO. 
lIP focuses on development whereas ISO focuses on the process. So yes, 
after that we continued .... One of the reason is it's a good system, it's 
an international system, so when people talk of ISO, [name] is there, 
when they talk about lIP [name] is there, not for marketing but for two 
benefits, one benefit is it is for structure, the other is to demonstrate the 
quality of our staff and our pride in their capabilities. 
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Another similarity with the previous cases was that this respondent also gave an account 
of how lIP had helped to develop and improve HR systems that the organization had 
previously considered to be effective, in particular by adding greater consistency and an 
improved understanding of the underlying purpose of the policy. For example, the 
respondent talked of the differences in the provision of training and development: 
I mentioned before we used to give somebody training as and when, or 
because somebody says it is nice to have, or it should be given to the 
staff because it was a motivation. Whereas now we emphasise that 
training is to develop required competences; its not good when some so-
and-so has done a good job to send him on a training course in Dubai, if 
you want to send him for a trip buy him a holiday package! Now we use 
training to develop them so that they can assume this leadership 
prepositions in future and we developed a portfolio that guides them how 
to develop. 
This was seen as with the other respondents as having an impact on the motivation and 
commitment of employees: 'I can see involvement of people in lIP which is one of the 
elements of motivation. If we involve the people in organization if you give them 
opportunities and development they become automatically motivated because they feel 
they are part of the organization.' And finally this was seen to be a positive contribution 
to Omanization: 'Once you develop your people to become competent they can do 
expatriates work, this is what we believe. So indirectly lIP helps because you develop 
your people to assume responsible positions they will be competent.' It can also be noted 
here that the respondent takes a view that has been identified in previous respondents of 
explaining how it is perceived that lIP encourages employees to accept responsibility, it 
being significant that this is mentioned in the context of comparisons with expatriates, 
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where this is seen to be a change that brings Omanis into a better position to provide the 
competencies that formerly could be only found outside the Sultanate. 
Case Four 
The respondent from case 4 had many points in common with the previous cases in 
terms of his experience of dealing with lIP and its effect on the organization. This 
included the emphasis on the assistance of lIP in making the alignment of HR practices 
and business objectives: 
The lIP makes the Organization more focused. Right from the strategy 
preparation, the HR and Finance department gets involved all along, sets 
clear training plans for the employees, develop a good perfonnance 
appraisal system and gets the employees involved in decision making. 
Thus an empowered employee giveshis/her best to the organization 
development. 
Also this was an organization that was already involved with ISO and so as with the 
previous cases connections were made between these two systems. As in the previous 
cases the difference was stated in terms of ISO being a focus on processes but liP adding 
the element of human commitment and involvement in the way that made the operation 
of these processes more effective and more consistent. This was expressed by the 
respondent in the following way: 
Since the year 1999, we have implemented ISO which provides the staff 
with the process and the procedure for the work. But lIP means the staff 
are involved in taking decisions, open communication between the staff 
and the management, frank discussion and feedback system. The team 
work helps to achieve the task more smoothly. lIP explains the role of the 
manager and how this role has got to use people for improving the 
management system. This certainly helps in servicing our customers who 
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are international investors, exporters, importers as well as the 
Government authorities. 
Also this was seen to improve the morale and motivation of staff which was also seen to 
have an influence on their performance. As in the above case studies it can be seen that 
there is an emphasis on involvement and decision-making and to a sense of greater 
responsibility and accountability for their own and the organization's performance. 
Thus: 
lIP brings in team work as the staff gets involved, and participates in the 
development of the organization leading to empowerment. More it 
provides responsibility for the staff for accountability. These factors help 
to motivate the staff, boost up their morale and their commitment to 
better job performance thus leading to job satisfaction. 
Finally there was also a similar belief that lIP could help in the process of Omanization 
by ensuring the better understanding of staff in terms of the qualitative aspects of their 
personal development and in the performance necessary for organizational success that 
would contribute to the benefit of the national economy. As with the previous point, the 
respondent understood this contribution in terms of better staff understanding: 
Omanization calls for employing Omani nationals in the private 
enterprises. lIP helps to develop the Omani nationals as it identifies the 
skills needed for development. Moreover, the career development path 
helps the Omani nationals to achieve higher level of skills development 
to go up the ladder. lIP helps the Omani nationals at the middle and top 
management levels. lIP helps the Omani staff to participate in the 
Organizational development, increases the motivation and job 
satisfaction. It also helps in reduced absenteeism and turnover. 
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lIP and Organizational Culture 
From these accounts of the processes associated with the adoption and application of lIP 
it is possible to suggest that the respondents appear to be describing a similar kind of 
organizational culture that would appear to be consistent with the operation of lIP. The 
first feature that can be identified is that there is an emphasis on ensuring that HR 
practices, in particular those of HRD and performance management are explicitly linked 
to the achievement of organizational objectives and strategy. Often this appears to be 
supported by schemes such as ISO that ensure consistency of processes and practices in 
terms of the technical delivery of the service standard. In particular all respondents 
spoke of how lIP made the organization 'more focused' and enabled employees to 
understand how their efforts and contributions contributed to the overall performance of 
the organization. 
The second feature that can also be identified is the emphasis that respondents placed on 
the importance of involvement and participation and responsibility to encourage greater 
team working and collaboration between managers and employees and between 
employees themselves. All respondents spoke of how their organizations were 
characterised by positive relationships between staff and by a sense that all staff 
considered themselves to be part of an enterprise that meant more in terms of 
commitment than merely being involved in taking a job in order simply to earn a living 
and without any personal attachment to the meaning of what was being undertaken. 
These features appear to be similar to what Goffee and Jones (1996, p 134) have 
described as the 'solidarity' and 'sociability' dimensions of organizational culture. 
Solidarity is 'a measure of a community's ability to pursue shared objectives quickly and 
effectively, regardless of personal ties'; Sociability is a measure of sincere friendliness 
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among members of a community'. Combining these dimensions produces four cultural 
types: Fragmented, Networked, Mercenary, and Communal. Figure ( 7.1 ) shows the two 
dimensions and four cultures. 
Figure ( 7.1 ): Two Dimensions and Four Or~anisational Cultures 
I Dimensions II Solidarity 
I Low II High 
Low Fragmented Mercenary 
Sociability 
High Networked Communal 
Goffee and Jone (1996) 
Fragmented Organisations: (Low Sociability, Low Solidarity) 
Employees of fragmented organisations demonstrate a low consciousness of 
organisational membership. Individuals do not identify themselves as a part of their 
organisation but only as workers. In some cases employees may have such low levels 
sociability that they try to ruin the work of their colleagues though gossip, rumour, or 
overt criticism delivered to higher-ups in the organisation. Also this culture has low 
levels of solidarity, its members rarely agree about organisational objectives, critical 
success factors, and performance standards (Goffee and Jones, 1996). The organisational 
structures of these organisations are a top-down system. 
Networked Organisations: (High Sociability, Low Solidarity) 
Networked organisations are distinguished not by a lack of hierarchy but by a perfusion 
of ways to get around the structure. Workers move from one position to another without 
the required training and are hired without going though official channels in the human 
resource development. Employees are all sociable with one another and share 
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experiences as well as act like family but operate on different business agenda. In this 
type of culture, managers often have difficulty getting functions or operating companies 
to cooperate. Additionally, there is little employee's commitment to shared business 
objectives (Goffee and Jones, 1996). So, here personal connections become political and 
shared focus becomes difficult. 
Mercenary Organisations: (Low Sociability, High Solidarity) 
Mercenary organisations characterised by the communication almost is focused on 
business issues; a clear separation of work and social life, thus allowing an intolerance 
of poor performance; and the ability to respond quickly to change in markets or product. 
The organisations in this type of culture can be achieved business objectives and 
measured them (Goffee and Jones, 1996). Here focus, competence and processes rule. 
Everyone is after targets and socialize only during promotions or winning deals. 
Communal Organisations: (High Sociability, High Solidarity) 
Communal organisations are characterised by an importance on social aspects as well as 
business objectives, and company mission and values. In this organisational culture there 
is a high degree of strategic focus, an extremely high value in fairness, justice, rewards 
among employees, and shared experience, therefore, these can increase employee 
commitment and loyalty to the organisation's goals. So, organisations achieve higher 
level of performance. Communal cultures can be found in mature firms in which 
employees have worked together for decades to develop both friendships and mutually 
beneficial objectives (Goffee and Jones, 1996). 
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The data from the survey allowed for the examination of this cultural aspect in greater 
detail. In particular, the component of the HR model that emphasised 'employment 
relationships' (statements focused on how well employees rated their relationships with 
other members of the organization) can be seen as representing a proxy measure for 
'sociability'. Also the component of the HR model that emphasised 'performance 
management' (statements focused on how well employees believed their activities were 
focused on organizational performance) can be seen as a proxy measure for 'solidarity. 
In both cases the total scores for these components were recoded to dichotomise them 
into a two category variable indicating either positive or negative orientations to the 
component. These variables were then cross-tabulated and the total distribution between 
the four boxes of the contingency table examined to identify whether there appeared to 
be a clear preference for a particular combination of these two proxy dimensions of 
culture. The resulting four-by-four table can be seen as a statistical representation of 
Goffee and lones's model of the four types of culture outlined above. 
Without lIP 
Solidarity 
Low High 
Low Sociability 15% FR 4% ME 
High Sociability 29% NE 52% CO 
With lIP Private sector 
Solidarity 
Low H· h Igl 
I Low Sociability I 1% FR 3% ME 
I High Sociability I 5% NE 91% CO 
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With lIP public sector 
Solidarity 
Low High 
Low Sociability 
I 
7% FR 
II 
2% ME I 
High Sociability 
I 
42% NE 
II 
49% CO 
I 
Here it can be seen that an interesting pattern is emerged. For the private sector 
companies with lIP the pattern reflects that was described in the interviews with 
managers, namely that of a strong Communal culture, reflected by an overwhelming 
response of over 90% of respondents. However, for the private sector non-lIP companies 
the cultural picture is unclear with respondents split between 'network' and 'communal' 
cultures, suggesting that whilst there is evidence of communal cultures within some 
organizations, this is not a consistent position with an almost matching proportion with 
low levels of solidarity, i.e., low focus ofHR practices on strategic objectives. It is also 
significant that a very similar, although even more towards network, position is found 
among public sector respondents with lIP. The reasons for the difference between 
private and public sectors with lIP has been discussed above, but this again raises 
interesting questions. First it can be suggested that these results (and the previous ones 
relating to the public sector position with lIP) make clear that gaining lIP does not 
guarantee that an automatic positive orientation towards HR practices or a clear link 
between the understanding of HR practice and organization strategy. On the basis of 
considering the issue of culture it can be tentatively suggested that the success of IlP in 
terms of delivering its strategic and performance benefits may be influenced by the 
organizational culture of the organization that adopts the Standard. If it is assumed that 
the culture of an organization is not created only by the adoption of a policy such as IlP 
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but must for some extent exist in a basic form before the adoption of such a policy, and 
may in fact, influence whether such a policy is seen as an attractive approach to adopt, it 
would seem that the existence of a culture that is strongly focused towards the 
'communal' may be an important condition from which lIP can be applied in a 
consistent form and can deliver the benefits it is intended to provide. Where such a 
culture is not present (in full or in major part) it may be possible for lIP to be gained in a 
formal sense but for the results to be more difficult to deliver in their fullest form. This 
would for instance, appear to be the case within the public sector where the culture is 
more mixed and as was discussed earlier, remains influenced (at least from the more 
established and older employees) by older traditions of bureaucratic authority and family 
loyalty rather than a performance orientation. Here although lIP was secured, the effect 
on employees in terms of the positiveness of their engagement with HR practices 
appears to have been more limited than in other private sector organizations with the 11 P 
standard. In relation to the latter, it may also be significant that these were organizations 
with international connections and involvement with a wider range of best practices in 
HR than might be the case with organizations that have been only exposed to more 
national level practices, many of which may be poorly developed due to lack of 
experience, especially in a developing country such as Oman. This issue will be returned 
to in the discussion in the Concluding chapter below. In summary therefore, the success 
of lIP may be influenced by the embeddedness of an organizational culture that 
emphasises both strategically focused performance and collaborative participation 
between all members in achieving these objectives. Without this basis for building 
progress may be make with the Standard, but possible of a slower and less embedded 
nature. 
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Key themes relating to the development of lIP 
From this analysis it is possible to produce the following themes that may help to 
explain the way in which lIP in Oman operates to encourage the positive orientation to 
HR practices discussed and identified in the previous quantitative analysis. 
The first relates to the process of 'operationalising' existing policies. This process was 
described by the respondents as a process where by lIP allowed existing policies that 
had only a formal existence to be given a greater sense of reality and made to work more 
effectively in a manner that was understood by managers and employees. This can be 
regarded as offering a potential to bring 'life' to existing policies. As such this represents 
a potential gain even for organizations that appear to have established and relatively 
sophisticated HR practices already in existence. It may note therefore be surprising that 
employees responded positively in the questionnaire survey if they appreciate the 
purpose of the policy and practice rather than being merely aware of its existence. 
The second relates to the process of 'embedding' an awareness of the importance of the 
management of people within the roles and understanding of line managers. Here it was 
recounted that the need for managers to make formal recognition of the development of 
employees and the need to link this to organizational goals and objectives helped them 
to focus on this aspect of their role in equal ways to that of managing processes. In this 
regard 'embedding' can also be seen as a process that helps to connect human resource 
processes to other management initiatives such as, as was mentioned in this case, ISO 
systems and to add a valued dimension to these initiatives. This is consistent with a 
report of a study of the early introduction of lIP in the UK by Goss et al (1993). 
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The third relates to a process of 'conversion through practice' which relates to a 
personal change from initial uncertainty regarding lIP to an experience of an 
appreciation of the benefits of the Standard as it is applied in practice and the benefits 
are experienced in reality. This would seem to be sufficient to overcome initial concerns 
about its superficiality and formality and to produce an understanding of its value as a 
practical process of management. To be aware of this tendency may be an important part 
in the initial introduction of the Standard to less experienced managers, by showing case 
studies of how initial sceptical managers came to appreciate its potential. 
The fourth theme relates to the process of 'supporting responsibility' which relates to the 
reported tendency to encourage staff to understand better how their activity relates to the 
organizational objectives and through this to accept greater responsibility for their own 
work and for that of their colleagues. As was noted above, this may be an important 
change from a workplace culture that in many areas of the Arab world prefers to allow 
responsibility to be kept in the hands of senior staff and encourages the following of 
directions rather than the taking of initiatives and risks. 
The final theme relates to the importance of organizational culture and the apparent 
connection between both high levels of sociability and solidarity to support the impact of 
lIP. Such a culture can be seen also as a means of enabling the individual responses 
outlined in the first four themes by giving managers and employees the confidence and 
security to learn from practice and to take responsibility without fear of hostility from 
senior managers. Without such a culture there may be inhibitions on how far individuals 
at all levels are prepared to commit and to make work the requirements of lIP, an 
assertion that is given potential support by the position in the public sector 
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organizations. However, that latter conclusions regarding culture must remain tentative 
as they have emerged as possibilities from the data rather than being an issues that the 
study was designed specifically to analyse and must therefore be regarded as potentially 
plausible ideas for further research. The main issues arising from the study as a whole 
can now be considered in the final Conclusions chapter which attempts to identify the 
lessons that have been learned. 
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This chapter seeks to provide summaries of the key issues and findings that have 
been the subject of the investigations of this thesis. First can be recalled the original 
aims and objectives of the study and the issues for investigation that emerged from 
the literature chapter. The aims and objectives were stated as the following at the 
opening chapter: 
1. To analyse Human Resource Management (HRM) and Human Resource 
Development (HRD) approaches in Omani organisations; to explore their 
implementation; as well as to find out potential obstacles that affect 
HRM / HRD practices 
This objective has been met through the survey and interviews which have together 
provided one of the so far largest and most comprehensive studies of the 
quantitative and qualitative nature of employment and HR practices in the Omani 
economy. In general it was found that Omani employees are in a majority who have 
a generally positive view of the ways in which HR practices are organized in their 
organizations. On all the HR components the mean score for the whole sample was 
statistically higher than the scale mid points (single sample t-tests) at the 0.01 level. 
However, when these variables were treated dichotomously it was clear that 
although majorities were responding positively in all cases, these were not always 
large majorities and that minorities from 14% (Employee Relations and Job 
Satisfaction) to 47% (Pay) were expressing negative orientations with an average 
negative orientation across all components of almost 30%. As was discussed above 
however, these patterns were not homogenous and there was the largest variation 
when the sample was split according to respondents who came from lIP and 
non-lIP organizations with the former being significantly more positive on all 
components. And smaller differences were also found in relation to size, with the 
very smallest companies showing a generally more negative orientation on more 
factors that their larger counterparts. It was also considered. although more 
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tentatively, that organizational culture may also play a part in influencing the 
positiveness of experiences of HR practices. The factors that were generally 
experienced most negatively were Pay, Performance Management and Career 
Development. In addition to these practices as potential obstacles, the study also 
revealed relatively low levels of educational achievement amongst Oman is 
(especially when compared to expatriates) and a dissatisfaction among employers 
regarding the provision of appropriate training for new labour market entrants 
suitable to the needs of the private sector. Issues about the work ethic of Oman is 
were also explored and although some employers were concerned about 
commitment others expressed positive views when opportunities and appropriate 
training were provided In particular most employers interviewed were very 
positive about the work attitudes of Omani women and a sub-survey of such women 
suggested that they had a strong commitment to work and career development but 
felt that more could be done be employers to recognise the continued domestic 
responsibilities that they had to combine with working life. In the public sector, 
some barriers to a more positive reaction to HR practices were associated with 
older employees who had been recruited under a culture that did not emphasise 
performance, but brave steps have been taken by the government to improve this 
situation and it is clear that progress will come to be significant in the coming 
years. 
2. To investigate and explore the challenges faced by the private sector III 
achieving greater Omanization ratios. 
As has already been discussed in relation to Objective 1 above, challenges to greater 
Omanization include the educational readiness of the Omani workforce and 
particularly its possession of vocational skills rather than merely academic 
h .. 01 greater olnnortunities fior career dt!\'eiopment to qualifications, t e prOVISIOns yy 
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enable lower level Omanis to move into management positions (but this also 
dependent on better education), more flexible workplace practices for the 
employment of female workers and, in particular, the provision of terms and 
conditions that are perceived to make the private sector of comparable worth to the 
public sector employment. As was suggested above, there are many organizations, 
particularly those with IIP that are addressing the latter issue and as there is a 
greater emphasis on performance management within the public sector, under the 
leadership of the Government, this perceived imbalance between the two is likely to 
decline. 
3. To explore the application of the Investors in People standard (IIP). 
Here a range of data was used to explore differences related to lIP and a clear 
connection was made between possessing the Standard and more positive 
experiences of HR practices, although it could not be stated with categorical 
certainty whether this was a simple causal relationship due to the impact of lIP. 
However, it was clear that lIP appeared to improve on even already strong HR 
practices. This position however must also be qualified according to the nature of the 
organizations involved and this will be discussed below. 
4. To locate and evaluate HRM / HRD practices in Omani organisations within 
the established theoretical framework ofHRM / HRD. 
Here a number of insights have been gained about the ways in 1t'hich Omani 
organizations configure their HR practices, about the nature of internationalisation (in 
terms of convergence and divergence) and about the role of culture in supporting HR 
initiatives. These will be discussed in detail below. 
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On the basis of the literature review the initial broad research questions were refined 
into the following more specific questions: 
1. To what extent is there evidence of configuration-fit approach to HRM/D 
amongst Omani employers, particularly those not involved with lIP? This 
question should give an indication of the potential barriers to be overcome in 
terms of management practices if the scheme is to be adopted more widely. 
2. To what extent is there a variation in the configuration-fit issues between 
smaller and larger employers? This question should give an indication of 
whether particular types of organization will be more ready or need more 
assistance if they are to adopt lIP. 
3. Is there any evidence of benefit to employees in terms of their attitudes and 
activities between organizations with and without lIP? Here the question is 
intended to provide evidence from employees rather than just from managers. 
4. To what extent is there evidence of national cultural assumptions and values 
that might influence the willingness of managers and employees to adopt a 
system such as lIP? This question is intended to address the issue of the 
extent to which generic policies such as lIP can be applied in different 
cultures from those where they were originally designed. 
These can be considered as follows: 
Understanding of the configuration-jit approach to HRMlD 
Data from the employee survey revealed that those respondents who were employed 
in lIP organizations showed stronger and more correlations between their reports of 
HR practices than those from non-lIP organizations. This was also demonstrated 
graphically in terms of converging higher scores in figure ( 6.1 ) on page 198. This 
suggests that in lIP organizations greater attention is given to ensuring that HR 
practices are converging on issues of performance and strategy (which was implicit 
in the higher scores from statement responses). However, it was also clear from the 
interviews that although there were examples of good HR practices in many non-lIP 
. . 'th th II'terature particularlv in the compames, there were also cases, consIstenty WI e , ; 
. ., h d t be a low level of awareness of 
smaller SIzed orgamzatIOns where t ere appeare 0 
HR policies and a reliance more on informal and unstructured methods reflecting the 
f h his appointed senior managers experiences and preferences 0 t e owner-manager or 
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than a clear and explicit link to a focused HR approach of alignment with \vider 
strategic concerns. As was suggested, this type of 'benevolent autocracy' style of 
management is not consistent with the formal methods of systems such as lIP and it 
can be expected that this would provide difficulties for such organizations, both in 
terms of the awareness of HR practices and their uses and in the need to take 
consideration of interests beyond those of the personal needs of the owner-manager. 
However, such organizations may be an important target to improve HR provision in 
order to improve Omanization as it was most notable that in these smaller 
organizations there was frequently little provision of HRD, training and career 
development opportunities that, as the findings relating to education and experience 
levels have shown, is likely to be vital to the long-term success of Omanization. 
More will be said about the issues arising from these different levels of HR 
configuration and fit in the final discussion section below. 
Evidence of benefit to employees in terms of their attitudes and activities between 
organizations with and without lIP? 
One of the important contributions of this study is the use of large amounts of data 
gathered from employees as well as data collected from managers. In many studies, 
and in particular often reports of lIP, the responses are based on the views of 
managers who are likely to have an interest in a positive representation of the scheme 
and of its success. However, by using a large sample of employees this study has 
provided an insight, and one of the first of its kind in Oman, into the perceptions of 
employees towards HR practices. In addition because the questionnaires did not 
make it explicit that lIP was the key issue of interest, rather than general HR policies, 
it seems likely that the results obtained have not been influenced by a desire, 
. . I 'f t resent a more particularly among respondents III more managena POSl IOns, 0 p 
favourable picture of the success of lIP than might be in reality the case. This data 
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showed with some confidence that employees in lIP and non-lIP companies 
expressed significantly different views on nearly all aspects of HR practices. 
However, the only exception to this pattern was in the public sector where here IIP 
responses were more similar to non-lIP responses in the private sector than to the IIP 
responses in that sector. The reasons for this were discussed and the implications will 
be considered further below. The consistency of the differences suggest that IIP is 
associated with different employee attitudes although, as has been pointed out above, 
it remains difficult to say with certainty whether such differences are the effect of 
adopting lIP. This would require a longitudinal study of before and after conditions 
and for the present purposes this must remain an open question, although it does 
seem that lIP can make improvements to HR practices even where these are already 
strong. The failure to be able to make clear causal links to HR practices is a common 
one in the subject area and has even been identified in the research designs of such 
major writers as David Guest: 'We are therefore left with the somewhat paradoxical 
conclusion that these results, in what is probably the largest company-level study to 
date, show some evidence of an association between HRM and performance, but ... 
fails to provide any convincing indication that greater application of HRM is likely to 
result in improved corporate performance'(Guest et aI, 2003, p 311). 
Evidence of national cultural assumptions and values that might influence the 
willingness of managers and employees to adopt a system such as lIP 
It is perhaps surprising that evidence of the success of IIP should be found in a 
society so different from the home of lIP, the UK, as Oman and this suggests initially 
that lIP may be an example of a generic HR system that operates above differences 
of national cultures. However, there is some need for caution here as the research 
also revealed cases where the adoption of lIP had not appeared to produce the 
benefits that it had in other organizations, namely in the public sector. Closer 
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inspection of the private sector companies who had adopted IIP showed that all had 
some form of international connections, usually through a parent company, and as a 
result had already been exposed to international standards of HR practice as used in 
the developed western societies. However, in the case of the public sector this was 
not the case and there was here a much larger proportion of managers and senior 
managers whose working and managing experience had been undertaken mostly in 
Oman or the wider middle East and with little exposure to the private sector practices 
such as performance management upon which lIP is founded. Within this very 
different cultural context (both in terms of nationality and sector), it appeared that IIP 
had made less impact on employee attitudes and experiences. This raises important 
issues for the importing of a system such as lIP in the expectation that the mere 
following of its formal requirements will produce significant qualitative benefits. 
Again, this can be seen as a contribution of the present study which if it had relied on 
the views of senior managers and on the formal documentation and certification to 
indicate the presence of IIP, would have not identified this potentially significant 
implication for the way the programme should be used if it is to produce real benefits 
rather than mere formal statements. This will be elaborated further below. 
In particular and based on the overview of the findings it is possible to construct a 
typology of how organizations have structured their HR practices and the 
implications of this for the expanding of schemes such as lIP in the Omani context. 
In particular the typology begins from the assumption that if it is enabled to work 
effectively IIP can assist in the promoting and sustaining of positive commitments 
towards HR policies and performance of individuals. However, it incorporates also 
the assumption that the Standard will not work effectively merely through the fonnal 
application of rules and the requirements as 'a paper exercise'. As the results have 
shown the success of IIP appears also to be linked to the level of 'cultural 
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congruence' of the organization with the principles of lIP. By this is meant a culture 
that, reflecting Goffee and Jones's notion of the 'Communal' is a willingness for 
employees to understand the importance of focusing on organizational objectives 
(and for management to be committed to the communication of such objectives) and 
a strong sense of team-relatedness and trust and openness between individuals (it 
being the case that in some organizations such as the public sector there was a degree 
of the latter but with this being focused on issues of social hierarchy rather than 
organizational objectives). Where such a culture is not present at least to a majority 
recognition, it may be difficult for the goals of lIP to be understood and therefore for 
individuals to commit to these in a genuine form. 
Thus the typology has two dimensions: the dimension of cultural congruence with 
lIP as outlined above, and the dimension of HR sophistication. By the latter is meant 
the extent to which an organization understands the formal principles of good HR 
practices (such as training provision, performance management, appraisal, etc.) and 
has tried to implement such approaches. Thus an organization high on this dimension 
would have sophisticated and encompassing HR policies whereas an organization 
low on this dimension would be likely to have a reliance on informal policies applied 
in an inconsistent or partial manner (as outlined in the case of the benevolent 
autocracy of some small firms) or as a result of a lack of understanding of HR 
approaches because of limited experience or expertise among managers. The 
important point of the typology is that it does not assume that formal HR policies are 
necessarily sufficient as they may be present but without commitment or genuine 
understanding from managers and employees. 
Thus when the dimensions are combined, four types of position can be identified 
which can be linked to the easiness with which an organization may be expected to 
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adopt and benefit from a scheme such as lIP and the assistance that would need to be 
given in order to allow them to do so. T bl (8 1 a e .) illustrates the associations 
between HR Practices and lIP standard 
Table ( 8.1 ): the Relationships between HR Practices and lIP standard 
Cultural Congruence with lIP 
Dimensions 
I 
High 
I 
Low 
High 
FACILITATION CULTURAL DEVELOPMENT 
HR Sophistication 
Low 
MANAGEMENT HOLISTIC 
DEVELOPMENT DEVELOPMENT 
Facilitation 
This represents the situation where an organization has a strong communal culture 
and sophisticated HR practices. This appeared to have been the situation facing many 
of the organizations with lIP in the private sector. As such the adoption of lIP is not 
likely to be found to be a difficult event and it is likely from the investigations of this 
study that the effect will be to improve the already existing HR practices by making 
employees and managers more aware of their purposes and 'embedding' and 
'operationalising' these in a more effective way. As such, such organizations are not 
likely to need considerable levels of support or preparation prior to undertaking and 
IIP and are likely to find the process relatively simple. It is here that the quickest 
benefits may be expected as the organization is already well placed to develop. Here 
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interventions to assist IIP may be mostly in terms of making managers and workers 
aware of what is required and ensuring that appropriate assessments are made. 
Cultural Development 
This represents the situation where an organization has sophisticated HR practices at 
a formal level but a culture that is not well focused on making these operate 
effectively. This may be likely to be the case in bureaucratic organizations (such as 
the public sector in the present study but also some of the larger manufacturing and 
service companies in the private sector) where formal functional experts may be 
employed to implement policies and procedures but where the real purpose of these 
has not been effectively communicated and where there may be limited commitment 
from non-HR managers who regard issues such as 'production' or 'sales' as being 
the only real priorities for management. Here also may be a situation where there is 
an existence of informal systems and cultures that operate in a more meaningful way 
for individuals than formal rules and regulations. This may be particularly important 
in societies such as Oman where industrial development has been only a relatively 
recent phenomenon, within only the last thirty eight years, and where traditional 
values of an older tribal society based on status, honour and family remain important 
for many individuals. 
Here it may be possible for IIP accreditation to be obtained (policies will be put in 
place and individuals will pay 'lip-service' to the demands) but it will not be likely to 
be thoroughly embedded in the culture of the organization such that in practice its 
benefits are unlikely to be appreciated and alternative practices will remain common 
in the normal way of doing things. Thus the challenge here is that if such 
organizations are to benefit from the adoption of lIP it will be necessary first to 
undertake work on the organization's culture to prepare it to work effectiyely \\ith 
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the standard. It seems likely that this is best undertaken before the Standard is 
embarked upon as although it could be formally obtained without a culture change 
there would then be little incentive to improve and secure real benefits from the 
Standard, which would be more likely to be seen as a marketing or public relations 
issue. This may be expected to be the most challenging organizations to respond to as 
they are likely to believe that they have the adequate basis for lIP and may be 
reluctant (consciously or even unconsciously where the issue that is associated with 
the existing culture is one of deeply held power that many may be unwilling or 
unable to challenge) to accept that their formal policies are not adequate to make 
them effective. Here it may require close working with an experienced external 
advisor with the respect to be able to raise unpopular issues and with the ability to 
make suggestions based on reliable and valid internal research. This will be 
considered further below. 
Management Development 
This represents the situation where an organization has a culture that is congruent 
with the objectives of lIP but which has little experience or sophistication in the field 
of HR practices. Such organizations are likely to be of two forms: first are small 
organizations that have been started by owner-managers who are independent 
entrepreneurs and who have started a company because of a strong commitment to 
effective business success (rather than for example, merely continuing an established 
family concern in the traditional manner). Such entrepreneurs are becoming more 
common in countries such as Oman as economic opportunities from the diversified 
. . I bl t travel beyond the country for economy Increase and as more natIOna s are a e .
business education and experience (Ministry of National Economic, 2002). Such 
. . h G (1991) has described as 'Fraternal' entrepreneurs may be SImIlar to w at oss 
, h' 'th th' mployees based on a common employers, who have close relatIOns IpS WI elr e 
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involvement with the business activities (contrasting to Paternal employers who have 
close relationships based on traditional loyalties and deference to authority (Goss, 
1991; Newby, 1977). However, such employers although being able to focus their 
own and the efforts of their employees on business objectives and activities may 
have limited experience of formal management techniques and particularly of HR 
practices. Here the requirement may be for management development in the areas of 
HRM and HRD to allow entrepreneurs to understand how best to capitalise and 
exploit their human resources as the business grows. In this way it may be possible 
for them to make use of systems such as lIP to avoid the issues of 'life-cycle' crises 
associated with organizational growth of the sort identified by Greiner (1972). 
Second are larger and more established family firms where HR practices may have 
evolved based on tradition and on principles of paternalistic authority as outlined by 
Goss (1991, P 77): 'The strategy of paternalism seeks to secure loyalty by using the 
close personal nature of the employment relationship to establish bonds of mutual 
duty and obligation which extend beyond the narrow sphere of work and which are 
intended to demonstrate that existing inequalities are beneficial to subordinates as 
well as their superiors'. This was described by Newby (1977) as a form of 
'traditional' authority and although it has been regarded by many as a disappearing 
form of authority in most western societies, it is still, as was outlined in the opening 
chapters, a prevalent form of authority in the less developed and still traditional 
societies such as Oman where bonds between employer and employee are often 
based on family loyalty. Under such conditions it is likely that modem HR practices 
can be seen to separate this personal relationship between employer and employee 
and make this dependent on the impersonal factors of the market and modem forms 
of meritocracy and progression on ability rather than personal loyalty and duty. In 
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these latter cases, as with that of Cultural Development above, it is likely to require 
sensitive and long term involvement in order to change this type of relationship. 
Holistic Development 
This represents the situation where an organization has little preparedness either in 
terms of culture or HR practices to make it ready to adopt lIP and to benefit from its 
application. Such organizations are likely to be small or small-medium sized and to 
be controlled by an owner-manager personally or by a manager under his direct 
control. Such organizations are likely to be operating in competitive markets and 
attempting to keep the tight control of costs including labour. In the Oman situation 
organizations that came into this category were in the manufacturing sector and 
generally at the less sophisticated type in terms of technology. They rely on labour 
that is either unskilled or semi-skilled or that is trained informally on the job as 
needed. Generally little concern is given to employment conditions or to employee 
development and employers have little interest or experience of formal approaches to 
management other than what they need in order to make a living from day-to-day. To 
make such organizations a suitable place for the adoption and development of IIP is 
likely to be a most difficult process. 
Here there would seem to be two possibilities. The first possibility is that if such 
employers themselves can be brought to recognise that they need to improve their 
overall business performance in order to survive and prosper, there may be an 
opportunity to work towards building the culture and processes that would enable lIP 
to be considered as a possibility. Such encouragement could be provided by industry 
sector bodies or local groups such as Chambers of Commerce and Industry, but it 
would require recognition from the employer that radical change is required. The 
second possibility is to recognise that for some types of employer IIP may not be an 
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appropriate form of development and that it may be better to recognise and accept 
this position than to invest large amounts of resources in an attempt to provide an 
approach that may have limited long-term viability and overall contribute little to 
industrial development. Again this points for the need for independent assessments 
of readiness rather than a 'selling' approach to HRMID. 
Thus having outlined four different states of readiness for the adoption of effective 
HR systems such as lIP, it can be asked how such a typology could be used as a 
development tool for a developing economy such as Oman. It will be recalled that 
the government of Oman's five year plans focused on human resource development 
and that top priority in allocating government resources should been given for 
implementation of programmes relating to education and training sectors. In the 
Sixth FYD plan, the government has actually allocated RO 440 million (US $ 1.1 
billion) to finance the investment programmes for education and training sector in 
the plan period (Ministry of National Economy, 2003b). However, the training 
programmes so far provided by the Omani government have failed to bridge wholly 
the wide skills gap that still exists. This study suggests that the gap in employees' 
skills may be due to these training programmes focusing directly on individual 
development in isolation from development of the organisations. It has suggested 
that although measures such as lIP can assist organizations in providing better and 
better focused training and development at the individual level within the 
organization, for this to be genuinely successful there is also a parallel need for 
organizational development (as shown in the typology above). 
Therefore it can be suggested that the Omani government should establish an 
organisation focused on 'HR Oman' that would provide financial support and 
programmes to assist organizations prepare in readiness to select and adopt formal 
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HRMlD development systems (see figure 8.1). The tasks of the 'HR Oman· should 
be to: 
Figure ( 8.1 ):'HR Oman' Framework 
r----------
Government 
Agencies I 
I 
I 
.. ----------
Private 
Sector 
r----------
Technical 
Vocational 
Training 
Institutions 
SQU and 
Private 
Colleges 
'HROman' 
Board 
• 
Omanization 
~------------------------------------------------~-------------------------y 
• Provide a reliable and valid research-based independent assessment of the 
readiness for the adoption of HR systems such as IIP. Such assessment would 
not focus on the needs and limited formal readiness for only one scheme but 
on the underlying organizational strengths and weaknesses in all levels of 
systems including management, culture and employee attitudes. 
• Be staffed and sponsored by respected individuals from the business 
community but who are also trained in rigorous research techniques and who 
can understand the issues faced by employers and employees from an Omani 
perspective and who are sensitive to the national cultural conditions within 
which development must realistically take place. 
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Be focused not only on the issues of single organizations but focusing also on 
the bridging of social and business networks to ensure that connections and 
dialogues are made between all bodies who are stakeholders in the 
development process (Burt, 1992' Zaheer and Bell 2005) A 1 d 
' ,. s was revea e 
by the present research, one of the perceived problems for many employers is 
that there appears to be little connection and exchanging of ideas and needs 
between education and training providers (such as colleges and universities) 
and private sector business and industry sector organizations and local 
associations such as Chambers of Commerce and industry. For any HR 
system such as lIP which is based on effective HR development, such 
connections are vital for deep rooted success to take place. 
In spite of the positive contribution of this study to provide adequate information 
about HR practice and lIP implementation in Oman, it has a number of limitations 
that help to suggest areas of further research such as: 1) The interview in this study 
covered only owners/managers. Further research may take into consideration to 
conduct interview with employee/worker beside owners/managers, and the focus will 
be only on the organisations in private sector with and without lIP status. This would 
allow more comprehensive comparison between views of the top, line manager, and 
employee/worker about HR practices in private sector. 2) This study investigated HR 
practices in public organisations with lIP status. It is necessary for further research to 
examine HR practices in the public organisations with and without lIP status. This 
might give a clear picture about these practices in the public organisations and the 
variation between the public organisations with and without lIP status. 3) Further 
research may focus only on the small and medium manufacturing and sen'ice 
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organisations in private sector. This will provide a clear picture about HR practices 
in these organisations. 
Summary 
It can be concluded therefore, that the research has met its stated objectives and 
provided answers to the research questions originally asked. However, it has also 
produced some additional insights that can now be summarised. 
Much of the research focused on HRM is primarily based on Anglo- Saxon nations 
(Legge, 1995; Schuler and Jackson, 1999). Researchers such as Budhwar and Debrah 
(2004, 2005), and Napier and Vu (1998) have highlighted the need to conduct 
research in developing nations. Although there has been an increase in HRM research 
in other parts of the world, including developing countries, Al-Hamadi et al (2007) 
show that there is a scarcity of reliable research evidence regarding the nature and 
pattern of HRM systems in the Middle East region. However, there are only limited 
references to Oman (Attiyah 1993; Budhwar et a12002; Al-Hamadi et a12007; Aycan 
et al 2007; and Budhwar and Mellahi, 2007) and most have lacked significant detail 
or coverage. The current study provides greater depth and the use of larger samples 
than previous investigations and a mixture of qualitative and quantitative methods. It 
also focuses on the responses of mainly employees rather than merely managers' 
VIews. 
1. Is a genenc HR system such as lIP transferable between different cultural 
contexts? Here the answer provided by the research is 'Yes' but with important 
qualifications. It was shown that lIP could be well received by Omani employees 
and appeared as being associated with a more positive orientation to HR 
practices. However, this appeared to be strongest and most clearly shown in 
organizations that had an international profile and were already in contact with 
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ideas of good practice in the HR field. In organizations where there was a higher 
dependence on a local national culture and limited exposure to international 
private sector approaches, the effects were weaker in terms of employee 
responses. This suggests, as was shown in the typology, that the transferability of 
such generic systems is not absolute and simple. One of this study's contributions 
is to show that organizational culture may need to be considered in the 
application of generic approaches to best-practice HR systems. Thereby this 
implies that such systems cannot be regarded as universal in absolute terms but 
rather as frameworks that must be carefully located within both organizational 
and national cultural contexts. However, the ability of organizations to involve 
Omani employees suggests that the schemes can be made to work in differing 
cultural contexts but that pre-preparation particularly in terms of business 
expectations may be a requirement. However, if it is assumed that with the 
diversifying of many developing economies, especially in the Middle East, and 
their growing involvement in the global economy, then there are some reasons 
for suggesting that in terms of international HRM there are the signs of a 
'convergence' of practices, although this is not an automatic process (Sparrow et 
aI, 1994; McGaughey and De Cieri, 1999; Randall et aI, 2002; Quintanilla and 
Ferner, 2003). 
2. Does lIP appear to encourage a substantive convergence of HR practice and 
better fit rather than being merely a formal qualification with only superficial 
impact? Here the answer provided by the research is a clear 'Yes'. However, the 
issue of causality cannot be proved and it may be possible that lIP is more easily 
adopted by organizations with already well fitting practices. However interviews 
with managers suggest that even where there was good fitting HR practices, lIP 
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helped to 'embed' and 'operationalise' such policies and to lead to improvements 
in their effectiveness. Although it can not be demonstrated that the better 
adoption of such HR practice leads to improved organizational performance 
(Guest et aI, 2003), the results in terms of the positiveness expressed consistently 
by employees and the reports from managers in the interviews, suggest that it 
does contribute to better individual performance. In the relevance to Omanization 
this may be an important issue, as the development of a workforce accustomed 
and experienced in working to high performance levels must be a national labour 
market asset. 
3. Is there evidence of good HR practice outside of organizations with lIP? Here the 
answer provided by the research is a 'Yes' but with exceptions. It seemed that 
companies with international connections and experiences were the most likely to 
have the more developed HR systems and approaches and to give more attention 
to the training and development of their employees. It was in the smaller and 
more local companies that these developments were in a less sophisticated form. 
Such results are not surprising for a newly developing country but they will 
produce a challenge for national employers if they are to compete for labour in a 
tight market. This may be a stimulus if properly managed to the forms of 
development suggested by the above typology and an area of interest for a HR 
Oman type of organization to develop. 
4. What are the key labour market challenges facing Oman? The research re\"ealed 
clearly a need to ensure better education for Omanis particularly in technical and 
vocational areas. Such provision is a necessary precondition for the de\"elopment 
of any forms of HR system such as lIP. Again as suggested aboye there is the 
need for coordination between all labour market stakeholders. The research also 
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revealed the need to address concerns of women who are likely to playa larger 
part in the workforce. 
This study has shown how a detailed analysis of the situation relating to HR practices 
in Oman can reveal insights into the improvements that can be made by the adoption 
of generic programmes for HR development and of the possible weaknesses. It has 
also suggested that such independent and detailed research may be a basis for 
planning the preparedness of organizations to undertake radical developments in 
their HR practices in order to assist the government's drive towards greater 
Omanization of the national economy. It can be suggested that there is a need for 
further researches in this area, in particular the use of single organization in-depth 
case studies (rather than the wide sample survey technique of the current study) 
would assist in consolidating the understanding of the broad patterns identified. This 
study could provide only limited depth in specific cases and it is accepted that this 
would be a useful area for further exploration as there may be distinct variations at a 
local level that would have important bearing on how HR policies might fail or 
success. This study has offered a unique overview of employment patterns in Oman 
and some of the key relationship involved but the nations future development also 
requires now the greater focus down on the very specific practices of individual 
organizations in order to take forward progressive understanding in this vital area. 
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Appendix ( 1 ) 
Interview Schedule Questions for Organisation without lIP 
& 
Interview Schedule Questions for lIP Organisation 
& 
Employees Questionnaire of lIP Organisation 
& 
~.;J.,JI ("G.,ill ~ .J~'11 o.l~ ~ u......WI ul...i....yJl ~ 0,!l.oWI ~yJl o.J~1 
& 
Questionnaire Omani Woman Employment in the Organisation 
with and without Investors in people (lIP) 
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Interview Schedule Questions 
For Organisation without lIP 
Date of interview: 1 12006 
Part One: General Information about the Organisation 
1- Organisation Name and Address: 
Tel: Fax: e-mail: 
P.O. Box: pc: 
2- Legal Status of the organisation, please specify: 
Sole trader o Partnership 0 
Limited Company o Sale proprietorship 0 
Others: 
3- Location: 
4- Total number of employees: 
5- Total number of Omani employees: 
6- Sector: 
7- What is the current activity of your organisation? 
8- Can you brief the history of the organisation? 
Part Two: Interviewee Details 
9- Interviewee name: 
tOwner: 
Position title: Executive president 0 Director Manager 0 
Others: 
tTop Management: 
Position title: Executive president: 0 Director Manager: 0 
Others: 
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10- Nationality: 
Omani 0 Arabic 0 
Asian 0 Western 0 
Other: Please specify 
11- Gender: Male 0 Female 0 
12- Age: 15-20 0 21-25 0 26-30 0 31-35 0 
36-40 0 41-50 0 51-60 0 
13- Education level: 
• please identify the highest qualification you have obtained: 
PhD 0 MSc o 
BSc 0 Diploma o 
Less secondary school o 
• The field of qualification: 
14- How long have you been in your present position? 
High Diploma 
Secondary school or 
what is equivalent to it 
15- Did you attend any training programs during the occupation of present position? 
Could you tell me the numbers and fields of trainings? 
16- How long have you been in this organisation? 
Part Three: Strategic Management 
D 
D 
17 - Can you tell me about the organisation sales / services in past and how you will see 
the future? 
18- Is the company part of a large organisation? If so, how the relationship is planned 
between them? 
19- If it is an independent organisation, how many departments are there? If 
there is more than one, how this structure is managed? 
20- Does the organisation have a business strategy? If so, can you tell me about it? 
21- Can you explain how the organisation prepared business strategy? 
22- Can you tell me about the impact of strategic management on the organisational 
performance? What are the main changes? 
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23- Can you tell me about the organisational human resource app h d h 
d I 
roac an uman 
resource eve opment system of your organisation? And h th 
. ow ey prepared? 
24- ~an y~u tell. me about the o~ganisation management regarding staff motivation 
Job satIsfactIOn and controlhng stress at work? ' 
25- Have you heard about Investors in People standard (lIP) befor ? If I . 
your understanding of lIP? e. so, can exp am 
Part Four: Omanization 
26- Can you proved the following information about Omanization ratI·o of 
. . . manpower 
III your orgamsatIOn· 
Number of Emplovees QN Items Omanization ( % ) Omani Expatriate 
26,1 Un-skilled Employee 
26,2 Skilled Employee 
26,3 Employees in administration Job 
26,4 Employees in technical Job 
26,5 Administration Managers 
26,6 Technical Managers 
26,7 Top management - Director 
manager level and higher 
26,8 Total 
27- Can you tell me about Omanization plan of your organisation? How long you 
expect it take to achieve the objectives? Why? 
28- Do you think that Omani labour behaviour and attitude are affecting the 
Omanization ratio in your organisation? How do you describe it? 
29- Can you tell me your organisation opinions about the disadvantages and 
advantages of recruiting expatriate labour? 
30- Can you tell me the organisation opinions about the weaknesses and strengths of 
Omanization programmes which are introduced by the Ministry of Manpower? 
31- Do your organisation employ Omani labours who are graduated from national 
technical! vocational institutes? What are your feelings and opinions about their 
professional and technical capability to achieve the works? 
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Part Five: Omani Women Employment in private sector 
32- How do you see Omani women's participation in the private sector in Oman? 
33- What is the main factors preventing Omani women's employment in the private 
sector in Oman? 
34- What are the most current jobs needed by the private sector for Omani women in 
Oman? 
35- Does the private sector in Oman prefer men rather women in the same field? Why? 
36- Does the private sector employment system encourage Omani women's employment 
in Oman? How? 
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Interview Schedule Questions 
For lIP Organisation 
Part One: General Information about the Organisation 
1- Organisation Name and Address: 
Tel: Fax: e-mail: 
P.O. Box: PC: 
2- Legal Status of the organisation, please specify: 
Joint Stock company ( SAOG) D General Partnership D 
Limited Liability Company ( LLC) D Sole proprietorship D 
Others: 
3- Location: 
4- Total number of employees: 
5- Total number of Omani employees: 
6- Sector: 
7 - What is the current activity of your organisation? 
8- Can you brief the history of the organisation? 
Please emphasise on the following elements in your answer: 
Part Two: Interviewee Details 
9- Interviewee name: 
tOwner: 
Position title: Executive president D Director Manager D 
Others: 
+Top Management: 
Position title: Executive president: D Director Manager: 0 
Others: 
272 
Appendixes 
10- Nationality: 
Omani D Arabic D 
Asian D Western D 
Other: Please specify 
11- Gender: Male D Female D 
12- Age: 15-20 D 21-25 D 26-30 D 31-35 D 
36-40 D 41-50 D 51-60 D 
13- Education level: 
• please identify the highest qualification you have obtained: 
PhD D MSc D 
BSc D Diploma D 
Less secondary school D 
• The field of qualification: 
14- How long have you been in your present position? 
High Diploma 
Secondary school or 
its equivalent 
o 
o 
15- Did you attend any training programs during the occupation of present position? 
Could you tell me the numbers and fields of trainings? 
16- How long have you been in this organisation? 
Part Three: Getting Involved with Investors in People (lIP) 
17 - Can you tell the current position about lIP? If recognised, when? When the 
re - recognition will take place? 
Initial contact 
18-How did your organisation first time hear about lIP? Can you explain that? 
19- Was there any specific incident which promoted your decision to join lIP at 
the time you did? Can you explain that? 
Committing to liP 
20- Can you tell me about the commitment process in the organisation: exactly 
how was this decided, and what things did you have to take into account? 
21- Was there any particular person in the organisation who was the driving 
force? Were there any people in the organisation who had doubts about 
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committing? Can you describe that? 
22- How important to the success of Investors in People (IIP) is having t k 
h" k" d f.f::" 0 rna e t IS m 0 lormal commItment? 
Communication 
23- What mechanisms were used to communicate the IIP initiative to employees? 
Can you explain that? " 
24- How important to the success of Investors in People (IIP) is having to make 
this kind of formal commitment? 
Management 
25- Is this organisation part of a large organisation? If so, how the relationship is 
planned between them? 
26- If it is an independent organisation, how many departments are in your 
organisation? How this structure is managed? In particular, what sorts of 
reporting relationships are there and how much freedom of choice do 
managers have at each level? 
27- How the personnel functions are organised? And what responsibility does it 
play in organisational operations in general? 
lIP and Business Strategy 
28- Did your organisation have a business strategy before committing to lIP? 
29- Has IIP affected the process of formulating the business strategy? Can you 
exp lain that? 
30- Has IIP affected the views of the organisation in particularly about the 
business, for instance development in marketing or product development? 
lIP and human resource development (HRD) 
31- Has IIP affected the HRD plan of the organisation? And what are the main 
changes? Can you explain that? 
32- How was HRD evaluated? Were any measurement system used? 
33- What sorts of training are now being provided and how has this influenced 
by IIP? 
34- Has IIP helped with the monitoring and evaluation of training? 
35- Is the organisation utilised the government scheme for training the 
employees? 
lIP and human resource management (HRM) 
36- Can you explain how the management system is affected by liP? 
37- Is communication system in the organisation affected y lIP? How? 
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38- Can you tell me about the organisational appraisal assessment before and 
after joining lIP? 
39- Could you tell me about how lIP has affected the organisational reward 
system? 
40- Has lIP made any difference to your recruitment and selection system? Can 
you explain that? 
41- Can you tell me about how the organisation maintained lIP? 
liP, Motivation and Performance 
42- Do you think that lIP has contributed to employee satisfaction and 
motivation? Can you explain it? 
43- Do you think that lIP has any impact on the performance of employees? 
44- Do you think that lIP has affected the behaviour and attitude of 
organisational employees? Can you describe it? 
45- Do you think the lIP has affected organisational culture? Can you explain it? 
Actual Benefits 
46- What benefits did your organisation gain from participating in the lIP 
initiative? 
47- Do you have any formal methods and procedures for measuring the benefits 
of lIP? Could you explain them? 
48- Could you tell me about benefits you expected to get from lIP before you 
committed? 
Difficulties and cost 
49- Now, after the organisation joined lIP. Can you tell me about how difficult 
was the lIP process for your organisation, and how long did this took 
place? Why? 
50- Can you tell me about the cost associated to become lIP 
organisation? 
. . ? 51- Can you tell me about your feeling regarding the re-recogmtIOn process. 
What was the outcome? 
Omani organisation commitment to liP 
52- What are the reasons that encourage your organisation in Oman to adopt 
and achieve lIP status? Can you explain that? 
lIP and Omanization 
53- Do you think that lIP help your organisation to achieve Omanization ratio? 
Can you explain that? 
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54- Would you recommend lIP to other organisations? In particular, what sort 
of organisation would benefit? 
lIP and other standards 
55- Has lIP affected other organisational standards for instance IS09001, TQM, etc? 
How? 
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Employees Questionnaire of lIP Organisation 
N arne of the Organisation 
Part One: General Information about Employee 
1- What is your job: Ifit is in Administration and finance, please tick [ ~ lone of 
following: 
Manager D Chief of section D Employee D 
Or Technical, please tick [ ~ lone offollowing: 
Technical Manager 
Technical Employee 
2- Nationality: 
Omani D 
Asian D 
Other: Please specify 
3- Gender: Male D 
4- Age: 15-20 D 21-25 D 
36-40 D 41-50 D 
5- Education level: 
D 
D 
Technical Supervisor 
Arabic 
Western 
Female 
26-30 D 
51-60 D 
D 
D 
D 
31-35 D 
D 
• Please identify the highest qualification you have obtained: 
PhD D MSc D High Diploma 
D Secondary school or 
what is equivalent to it BSc D Diploma 
Less secondary school D 
• The field of qualification: 
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6- How long have you been in your present position? 
7- How long have you been in this organisation? 
Part Two: Organisational strategic management and human resource 
development 
The following statements are related to the strategic management and human resource 
development. Rate your answers on each statement. Score 1 for strong disagree, 2 for 
disagree, 3 for agree, 4 for strong agree. Please tick [ '" ] the appropriate number 
between 1 to 4 to describe your feelings and opinions about each statement. 
rIl ~ ~ 
'"' 
e!)~ ~ ~ e!)~ 0 
= '"' '"' 
~ = ~ ..... SN Statements o e!) e!) 
'"' e ~ eJ '"' ~ ~ e!) ~ ..... rIl rIl < 00< 00 •• .. ~ ~ ~ 
08 This organisation provides an equal opportunity for 1 2 3 4 .... all employees to advance c 
<IJ 
~ e Each employee in my department has a career 
1 2 3 4 
<IJ c.. 09 ... 0 ~- development plan u ~ 
<IJ 
I am regularly involved in discussion about future ~ 10 1 2 3 4 career development 
11 This organisation has a special budget for training 1 2 3 4 
Oil 
I got suitable training to perform my job well = 1 2 3 4 ... 12 = ... ~ 
The organisation conducts an orientation program for 
.. 
4 
~ 
13 1 2 3 
new employees 
= 14 
I know the business strategy and objectives of my 1 2 3 4 .~ department ... 
~ 
This organisation informs frequently in advance ~ 1 2 3 4 
... 
= 15  about issues and changes affecting employees e 
e Manager and employees meet regularly to discuss 1 2 3 4 Q u 16 important issues relating to work 
I have good relationships with colleagues at work 1 2 3 .t 17 
'" 
.:?-
The relationship between management and 2 3 .t 
.c 
1 '" c 18 
employees is good . . . 0 .,c 
~ 
The complaint process used at this organisatIOn IS fair 1 2 3 .t ~ CI:: 19 
and unbiased 
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= 20 I find my job interesting and challenging 1 2 3 Q 4 ~ 
CJ 
I am proud to work for this organisation and intend to J! 21 .~ 
continue with it 1 2 3 4 ~ 
00 
I feel the working conditions are adequate, clean, and ,Q 22 Q 1 2 3 4 .., well maintained 
... 23 Management authorizes employees to make decisions 1 2 3 4 = ~ My job responsibilities and duties are clear and a 24 1 2 3 4 ~ consistently managed. t)f) 
= 
= Management always encourages employees to = 25 ~ 
explore new ideas and thinking creatively 1 2 3 4 
26 I am satisfied with my monthly salary 1 2 3 4 
"Q!l 
The organisation's incentives program is good C!O: 27 1 2 3 4 = ~ ~c 
= ~ 
=-= Organisational pay and incentives package helps to 28 
attract and retain employees 1 2 3 4 
29 My department carries out appraisal evaluation at 1 2 3 4 ~ .... least once a year CJ c 
c ~ 
~ e This organisation always discusses the result of e ~ 30 1 2 3 4 ... t)f) 
appraisal assessment with employees ..s ~ 
... ~ 
This organisation encourages open feedback about ~::; 31 1 2 3 4 job performance 
32 This organisation encourages promotion based on 1 2 3 4 
c performance and productivity .~ 
.... Employees are recognised for significant ·2 33 1 2 3 4 I::() 
achievements 0 CJ 
~ 
Employees receive a reward when he/she comes up ~ 1 2 3 4 34 
with new and better ways of doing things 
~ 35 
My Supervisor always encourages me to ask 1 2 3 4 
Q questions about the work 
<Il 
1 2 3 4 ·f 36 My Supervisor lets me plan my own way of working ~ 
c. My supervisor provides adequate support for me to 1 2 3 4 = 37 00 do my job. 
38 
This organisation provides adequate resources and 1 2 3 4 
,.';IIi facilities for effective team working 
-
Q My department regularly gets together to discuss how 4 ~ 1 2 3 a 39 well the department is working = ~ 
E-- Teamwork is appreciated in the organisation 1 2 3 4 40 
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Part Two: Three 
Please tick [ "'-l ] the answer that represents your thinking about each of following 
f ques Ions: 
SN Questions Yes No 
41 
Has Investors in People (lIP) helped to improve your job 
performance? 
42 Has Investors in People (lIP) improved and developed training for you? 
43 Has Investors in People (lIP) improved your participation in the department? 
44 Has Investors in People (lIP) improved appraisal assessment for you? 
45- Any Comments or Suggestions 
Thank you for your help and co-operation ] 
~
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o..;~1 
~.;Ja;J1 ~jill ~ ..;W:l....'il OJ~ ~ ~WI ~~.j.J1 ~ ~WI ~~\ 
oJ,JSlJI A;i;1i",ll ~~I ~~! .;';;;'1 ~'+)I ,~I.J o)J'ii J~ ~ J..a.:j ulS Ij! :~.JlI ~I -1 
:OU.l\ 
o~lJI A;i}i",ll ~~I ~~! ..>';;;'1 ~'+)I ,~I J,JA'l4 ~~ ~Ij~.J U,jLS Ijl.J 
:oUJI 
35-31 D 30-26 D 
60-51 D 
~I D 
25-21 D 
50-41 D 
~~/C;~ D 
~.J.)Jl / ~.J.)J\ D 
20-15 D 
40-36 D 
II 
:~II.S~I -5 
:~ ~ (~ ~)A) OJ~ ~\ ..yoW ~'+)I • 
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Questionnaire 
Omani Woman Employment in 
the Organisation with and without Investors in people (lIP) 
N arne of the Organisation 
Part One: General Information regarding Omani women employed 
A- Personal information 
1- Marital status: please specify: 
Single D Married D 
2- Age, please specify: 
15-20 D 
36-40 D 
21-25 D 
41-50 D 
Divorce D 
26-30 D 31-35 0 
51-60 0 
3- How many children do you have? Please specify: 
There are no children 
Two children 
4 - 5 children 
D 
D 
D 
One children 0 
Three children 0 
More than 5 children 0 
4- How many children are under school age? Please specify: 
Widow 0 
There are no children 
Two children 
D 
D 
D 
One children 
Three children 
o 
o 
Four children 
5- Do you have any of the following services in your family? Please specify: 
Car D Servant at home D 
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6- Education level: 
• Please identify the highest qualification you have obtained: 
PhD D MSc 
BSc D Diploma 
Less secondary school D 
• The field of qualification: 
B- Omani Women choosing work 
D 
o 
High Diploma 0 
Secondary school or 0 
what is equivalent to it 
7- The following reasons are behind the Omani woman to work, rate your answer on 
each reason. Score (l) for less important, (2) for important, (3) for very important. 
Please tick [ ...j ] the appropriate number between 1 to 3 to describe your feelings and 
opinions about each reason. 
SN Reasons Less important Very important important 
7.1 To support the family income 1 2 3 
7.2 To be independent 1 2 3 
7.3 F or social and cultural needs 1 2 3 
7.4 To be busy and occupied the time 1 2 3 
7.S To support the national income 1 2 3 
7.6 Other reasons, please specify: 
8- What sort of work do you prefer? Please specify: 
QN Sort of work Yes No 
8.1 Full time 
8.2 Part time 
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9- Today, Omani women prefer to be employed in public sector rather than in 
private sector. Please give three the most important reasons: 
QN Reasons 
9.1 
9.2 
9.3 
c- Om ani Women employees and private sector environment 
10- Which of the following occupations you are currently employed in your 
organisation? Please specify: 
Administration D Technical D 
11- How long have you been engaged in this profession? Please specify 
Less than 1 year D 2 - 5 years D 
6 - 10 years D 11 years and over D 
12- What is your working schedule in the organisation? Please specify: 
Full time D 
Other D 
Part time D 
13- Does your organisation provide the following facilities for Omani women 
worker? 
QN Facilities Yes No 
13.1 Career Development 
13.2 Training 
13.3 Childcare centre 
13.4 Flexible working hours 
13.5 Promotion opportunities 
13.6 Equal opportunities 
13.7 Free transport 
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14- What is your current monthly salary? Please specify one: 
Less than 100 OMR 0 101 - 250 OMR 0 
251 - 400 OMR o 401-600 OMR o 
601 - 800 OMR o 801- 1000 OMR o 
More than 1000 OMR 0 
[OMR: Omani Rial] 
Part Two: Omani Women attitudes towards employment in private 
sector 
15- Do you think it is difficult for Om ani woman to get information about available 
jobs in the private sector? 
Yes 0 No 0 
16- Omani women use different methods to look for ajob in the private sector. What 
methods did you use? Please identify one or more than one from the following 
methods: 
Newspaper and magazines 0 
Personal contact with companies 0 
Labour department o 
Others, please specify: 
17 - Do you think there is a need for women's participation in the labour market? 
Yes 0 No 0 
18- Do you think the employment system in the private sector helps and encourages 
Omani woman to get job? 
Yes 0 No 0 
19- Do you think the labour legislations in Oman give equal opportunity to both male 
and female employees? 
Yes 0 No 0 
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20- Do you thi~ the private sector prefer male employees rather than female 
employees In the same field? 
Yes D No D 
21- Please indicate your opinion on the following reasons: the private sector 
companies employ Omani women because' 
QN Reasons Agree Disagree 
21.1 Omani woman have good skills to achieve work 
21.2 Omani woman works seriously 
21.3 Omani woman are complied with the duties 
21.4 Omani woman understand the value of work 
21.5 Omani woman accepts instructions 
21.6 Omani woman accepts a lower salary than the 
average male workers 
21.7 There are shortages of qualified national males 
21.8 Other reasons: 
Part Three: Omani Women and job opportunities in private sector 
22- In any of the following fields do you prefer to work in the private sector? Please 
give a numerical order for the most important five fields that you would like to 
occupy. 
Secretary affairs 0 Reception duties 0 Personal duties D 
Computing 0 Accountancy 0 Marketing D 
Selling 0 Technical D Health and safety D 
Others, please specify: 
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Part Four: Omani Women in technical area 
23- D~ you think women's participation in technical fields in the private sector is 
satIsfactory? 
Yes D No D 
24- Do yo~ think t~e national ~echnical and vocational institutions are able to graduate 
sufficIent qualIfied Omam woman to work in the private sector? 
Yes D No D 
25- If your answer to question (24) above was no, please give your opinion on the 
till . o owmg reasons 
QN Reasons Agree Disagree 
25.1 A lack of cooperation between the national technical 
and vocational institutions, and private sector 
25.2 A mismatch between national technical and vocational 
institutions output and private sector needs 
Part Five: Factors affecting Omani women's employment in the 
private sector 
26- Please indicate your opinion on the following reasons: Omani women face 
difficulties in getting jobs in the private sector because: 
QN Reasons Agree Disagree 
26.1 Society has a negative attitude towards Oman woman 
working outside the home 
26.2 Omani woman face difficulties moving from one job to 
another 
26.3 Some available jobs in mixing environment with men 
26.4 Woman face difficulties moving from a city to another 
Mismatch Omani women qualifications who are 
26.5 graduated in national technical and vocational 
institutions to the requirements of the private sector 
26.6 Om ani woman require extended holidays according to 
their status in the family 
26.7 Om ani woman accept higher salaries than the average 
male worker 
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27 - Please indicate your opinion on the following factors that would encourage Omani 
woman's employment in the private sector 
QN Factors Agree Disagree 
27.1 Increase job salaries and rewards 
27.2 Reduce working hours 
27.3 Practise part time working systems 
27.4 Change society's attitudes towards woman working 
outside the home 
27.5 Provide childcare facilities 
27.6 Provide free transport facilities 
27.7 Give more attention to improve and develop Omani 
woman skills and knowledge 
National technical and vocational institution should 
27.8 improve and upgrade their output in order to meet the 
requirement of private sector 
27.9 Improve and update labour legislation 
28- Any Comments or Suggestions 
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Appendix ( 2 ) 
Table (4.7): Themes, Number of the Case and 
the Number of Quotes 
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Table (4.7): Themes, Number of the Case and the Numbe fQ t 
I ! ro uo es Themes Case Number I No. of No. of Respondents Quotes Training Large manufacturing company, No.1 1 1 large manufacturing companj', No.2 1 1 Medium manufacturing company, No.4 1 1 Medium manufacturing company, No.6 1 2 Medium manufacturing company, No.7 1 1 
Medium manufacturing co~any, No. 11 1 1 
Medium manufacturing company, No. 16 1 1 
Large manufacturing company, No. 17 1 1 
Medium manufacturing company, No. 23 1 1 
Large manufacturing company, No.24 1 1 
Small private organisation with lIP status, No. 34 1 3 
Medium organisation with IIP status, No. 35 1 1 
Large organisation without lIP status, No. 36 1 1 
Large public organisation with lIP status, No. 37 1 1 
Medium organisation with IIP status, No. 40 1 I 
Large business group without lIP status, No. 41 1 I 
Career Large manufacturing company, No 1 1 I 
Development Small manufacturing company, No 12 I 1 
Medium manufacturing company, No 13 I I 
Medium manufacturing company, No 18 1 1 
Small service organisation with lIP status, No. 33 1 2 
Large service organisation with lIP status, No. 36 1 1 
Large public organisation with IIP status, No. 37 I 1 
Large public organisation with IIP status, No. 38 1 1 
Medium service company with IIP status, No. 40 1 I 
Communication Large manufacturing company, No.1 1 1 
Medium manufacturing company, No.7 1 I 
Large manufacturing company, No.8 I 1 
Medium manufacturing company, No. 21 1 1 
Medium manufacturing company, No. 23 1 1 
Small service company, No. 33 1 1 
Large service company, No. 36 1 1 
Large public organisation with lIP status, No. 37 1 1 
Job Satisfaction Medium manufacturing company, No.6 1 I 
Medium manufacturing company, No.7 1 1 
Large manufacturing companJj No.8 1 1 
Medium manufacturing company, No. 11 1 I 
Large manufacturing company, No. 17 1 1 
Small service organisation with lIP status, No. 34 1 I 
Medium organisation with lIP status, No. 35 1 1 
Large service organisation with IIP status, No. 36 1 I 
Medium organisation with lIP status, No. 40 1 1 
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Continue Table (4.7): Themes, Number of the Case and the Number of Quotes 
No. of No. of Themes Case Number Respondent Quotes 
s 
Relationships Large manufacturing company, No.1 1 1 
Medium manufacturing company, No.7 1 1 
Medium manufacturing company, No. 11 1 1 
Large manufacturing company, No. 24 1 1 
Small organisation with lIP status, No. 33 1 2 
Medium Organisation with lIP, No. 40 1 1 
Recognition Small manufacturing company, No.5 1 1 
& Medium manufacturing company, No.6 1 1 
Performance Medium manufacturing company, No.7 1 1 
Management Large manufacturing company, No.8 1 1 
Medium manufacturing company, No. 11 1 1 
Small manufacturing company, No. 12 1 2 
Medium manufacturing company, No. 13 1 1 
Manufacturing company, No. 17 1 1 
Medium manufacturing company, No. 29 1 1 
Small service organisation with lIP status, No. 33 1 1 
Large public organisation with lIP status, No. 37 1 1 
Large manufacturing organisation, No. 41 1 1 
Omanization Large manufacturing company, No.2 1 1 
Large manufacturing company, No. 17 1 1 
Small private organisation with lIP status, No. 33 1 1 
Small organisation with lIP status, No. 34 1 2 
Large private organisation with lIP status, No. 36 1 1 
Large public organisation with lIP status, No. 38 1 1 
Medium organisation with lIP status, No. 40 1 2 
Large manufacturing company, No. 41 1 1 
294 
Appendixes 
Appendix ( 3 ) 
Histogram of the Elements ofHR Practice and Total HR 
Practices for Whole Cases 
& 
Normal Q-Q Plots of Total HR Practices for Cases with and 
without lIP 
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Histogram of the Elements of HR Practices 
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Histogram of Total HR Practices for Whole Cases 
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Descriptive Statistics of Total HR Practices for Cases with and 
without lIP 
Case Processing Summary 
Cases 
Valid Missing Total 
ID withllP and withoutllP N Percent N Percent N Percent 
Total HR Practices Cases Without liP 541 79.9% 136 20.1% 677 100.0% 
Cases With liP 284 82.8% 59 17.2% 343 100.0% 
Oescriptives 
ID withllP and withoutilP Statistic Std. Error 
Total HR Practices Cases Without liP Mean 90.1035 .81137 
95% Confidence Lower Bound 88.5097 
Interval for Mean Upper Bound 91.6973 
5% Trimmed Mean 90.4666 
Median 91.0000 
Variance 356.156 
Std. Deviation 18.87209 
Minimum 33.00 
Maximum 132.00 
Range 99.00 
Interquartile Range 23.00 
Skewness -.334 .105 
Kurtosis -.142 .210 
Cases With liP Mean 103.3803 1.10888 
95% Confidence Lower Bound 101.1976 
Interval for Mean Upper Bound 105.5630 
5% Trimmed Mean 104.1518 
Median 103.0000 
Variance 349.212 
Std. Deviation 18.68721 
Minimum 50.00 
Maximum 132.00 
Range 82.00 
Interquartile Range 29.75 
Skewness -.435 .145 
Kurtosis -.526 .288 
Tests of Normality 
KolmOgOrov-Smimova ShaDiro-Wilk 
df Sia Statistic df Si[. ID withllP and withoutllP Statistic 541 .000 541 .000 .988 Cases Without liP .059 Total HR Practices 
.000 .960 284 .000 Cases With liP .091 284 
a. Lilliefors Significance Correction 
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Normal Q-Q Plots of Total HR Practices for Cases with and without UP 
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